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ABSTRACT 
 
Community colleges educate nearly half of all students in higher education. 
With the majority of presidents, upper-level administrators and faculty nearing 
retirement, community colleges are in the midst of a serious leadership shortage, 
and a potential leadership crisis. In addition, the community college presidency is 
changing nationwide to meet 21st century challenges of higher education, requiring a 
different set of traits, skills, and abilities for effective leadership. Given the complex, 
changing role of community colleges and their leaders and dwindling numbers of 
qualified candidates to meet the need for new leaders, the purpose of this study was 
to develop a profile of the characteristics and competencies of current male and 
female community college presidents and examine whether gender differences 
exists in the preparation of transformational leadership skills as delineated by the 
$PHULFDQ$VVRFLDWLRQRI&RPPXQLW\&ROOHJHV¶$$&&Competencies for 
Community College Leaders.  
A survey was administered to a sample of current presidents from public, 
non-profit community colleges to draw inferences based on background 
characteristics, professional development, competencies, and leadership skills of the 
total population of individuals serving as community college presidents. Because this 
study intended to contribute to an existing body of knowledge, an original survey 
instrument was created so that new data could be collected as it relates to 
background characteristics, educational and leadership preparation, career 
x 
 
pathways, faculty, staff, and public relations, and perceptions about the AACC 
Competencies for Community College Leaders (2005). 
Descriptive and inferential statistics were used to analyze the data. By looking 
through the lens of a female researcher, this study adds to the limited research on 
JHQGHUGLIIHUHQFHVLQFRPPXQLW\FROOHJHOHDGHUVKLSIURPDZRPDQ¶VSHUVSHFWLYH 
There were statistically significant gender differences in all of the variables 
addressing mentor-protégé relationships. There was a surprising result of this study; 
yet, with consideration, males and females think differently, act differently, 
communicate differently and, thus, learn and lead differently. Thus, one gender is 
not superior or inferior to the other; rather, they are different. Future research should 
be conducted to ascertain how this uniqueness can be maximized and potential 
barriers eliminated to prepare new community college presidents in the new 
millennium. 
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CHAPTER 1.  INTRODUCTION 
 
Background 
7KHQDWLRQ¶VFRPPXQLW\FROOHJHVFHOHEUDWHGWKHLUth anniversary in 2001, 
after a century of growth in which they became the largest sector of higher 
education, serving nearly half of all U.S. undergraduate students (Vaughan, 2006). 
During that centennial year the American Association of Community Colleges 
(AACC) added leadership development as a strategic action area of its mission 
statement, recognizing the unprecedented number of retirements over the next 
decade and the waning interest in community college administration. Ensuing 
leadership summits and task forces centered their attention on this challenge: 
³5HWLUHPHQWVDQGFKDQJHVLQFRPPXQLW\FROOHJHVKDYHFUHDWHGDQXUJHQF\IRU
developing future leaderV´$$&&S 
Approximately 40% of public community colleges (457 out of approximately 
1,150) opened between 1960 and 1970, and the majority of community college 
presidents and upper-level administrators and faculty are nearing retirement today 
(Shults, 2001; Vaughan, 2006). In 2001, AACC estimated 800 of its 1,150 presidents 
would need to be replaced over the next ten years, while the number of people who 
were prepared to assume advanced leadership roles such as the presidency had 
declined (AACC, 2001). Weismann and Vaughan (2006) established that 84% of the 
community college presidents surveyed indicated they planned to retire within 10 
years, up from 79% reported only four years earlier (Weismann & Vaughan, 2002). 
The 2006 American Council on Education (ACE) study, The American College 
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President, reported that half of all college and university chief executives were age 
61 or older (American Council on Education, 2007). 
Advanced degrees earned in community college administration declined 78% 
between 1983 and 1997 (AACC, 2001). In 1998, the Accrediting Commission for 
Community and Junior Colleges of the Western Association of Schools and Colleges 
recognized that the 1,500,000 students who depended upon the public two-year 
colleges could be harmed without stronger leadership and commissioned a study to 
explore the leadership challenges. The greatest concern was that numbers of 
potential candidates who were qualified and interested in the presidency were 
shrinking (Community College Leadership Development Initiative, 2000). There was 
broad consensus that leadership was essential in determining the effectiveness of 
community colleges, and the need to develop community college leadership became 
an urgent public policy issue (Community College Leadership Development 
Initiative, 2000). 
AACC responded to the impending leadership shortage with a new mission 
VWDWHPHQWZKLFKGHFODUHG³GLYHUVHTXDOLILHGOHDGHUVDUHDYDLODEOHDWDOOOHYHOVRIRXU
QDWLRQ¶VFRPPXQLW\FROOHJHV7KH\XQGHUVWDQGWKHFRPPXQLW\FROOHJHmission, 
YDOXHVDQGYLVLRQDQGKDYHWKHDELOLW\WRLPSOHPHQWWKHP´$$&&S
George Boggs, the president and CEO of AACC, organized a Leadership Summit in 
March 2001. College presidents, AACC board members, leadership program 
members, and university doctoral program representatives discussed the leadership 
pipeline, diversity, leader skills and knowledge base, leadership programs, and 
program delivery methods (AACC, 2001). Following the summit, Pamela Transue, 
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AACC board chair, created a Leadership Task Force to continue the work. Cynthia 
Heelan chaired the task force, and the resulting action plan included a mandate to 
³UHFUXLWSUHSDUHDQGVXSSRUWVXEVWDQWLDOQXPEHUVRIGLYHUVHOHDGHUVWKURXJKD
variety of effective program paths, focusing on middle- to upper-level administrators, 
HVSHFLDOO\&(2V´$$&&S 
Through a 2003 W. K. Kellogg Foundation grant, four day-long leadership 
summits were convened. In July 2004 an AACC report, A Qualitative Analysis of 
Community College Leadership from the Leading Forward Summits, was 
commissioned and written by ACT, Inc. These data were refined, and a follow-up 
survey to ensure that critical leadership competencies had been addressed was 
distributed to the participants of the leadership summit and members of the Leading 
Forward National Advisory Panel. One hundred percent of the respondents rated 
HDFKRIWKHVL[FRPSHWHQFLHVDV³YHU\´RU³H[WUHPHO\´HVVHQWLDOWRHIIHFWLYHO\
performing in the various roles expected of community college leaders, although 
they were not confident about how well their formal leadership training had prepared 
them to meet these competencies. In April 2005, the AACC Board of Directors 
approved a document specifying a newly revised set of six competencies to be used 
as a framework for community college leadership development (AACC, 2005). The 
six competencies identified were: organizational strategy, resource management, 
communication, collaboration, community college advocacy, and professionalism. 
In an AACC research brief, Shults (2001) described the future of presidential 
leadership as uncertain because community colleges were losing administrative and 
faculty leaders in the traditional leadership pipeline in addition to retiring CEOs. The 
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average age of senior college administrators increased from under 50 in 1984 to 52 
in 2000 (Shults, 2001). In 1999, over half (52%) of full-time faculty members aged 55 
to 64 reported they planned to retire within five years (Shults, 2001). In the traditional 
pipeline of the academic career pathway, faculty members with leadership qualities 
advance to department chair positions, then move on to administrative positions 
such as academic deans and/or vice presidents before assuming a presidency. 
Current research has shown that the academic career pathway remains the most 
common route to the community college presidency with 55% of respondents 
indicating an academic position was held prior to their first presidency (Weisman & 
Vaughan, 2006). 
Amey (1999) described community colleges as places where ³virtually anyone 
can succeed, regardless of race, ethnicity, gender, socioeconomic status, or cultural 
FDSLWDO´S. &RPPXQLW\FROOHJHVKDYHEHHQKDLOHGDV³SHRSOH¶VFROOHJHV´%ULQW	
Karabel, 1989) welcoming students and administrators with diverse backgrounds 
and abilities. This welcoming atmosphere does not always extend to senior 
administration (Amey, 1999). 
The number of women in two-year college presidencies has increased 
significantly since the mid 1980s, from 7.9% in 1986 to 28.8% in 2006, according to 
WKH$PHULFDQ&RXQFLORQ(GXFDWLRQ¶VVXUYH\The American College President: 20th 
Anniversary. According to IPEDS enrollment data posted on the AACC website, the 
gender of students enrolled in community colleges is 59% female and 41% male 
(AACC, 2008). Since 1985 more than half of all community college students have 
been female (AACC).  
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In a study of female community college administrators in California, the author 
GHWHUPLQHG³WKHUHSUHVHQWDWLRQRIZRPHQLQWKHPDQDJHPHQWRIKLJKHUHGXFDWLRQLV
noWSURSRUWLRQDWHWRWKHLUSUHVHQFHLQWKHZRUNSODFHRULQWKHFODVVURRP´)DXOFRQHU
1995, p. 18). Although the ratio has grown, female representation in the presidency 
is still not proportionate to female students in the classrooms or faculty ranks (Amey 
& VanDerLinden, 2002). 
Community colleges are at an important juncture in their history, with 
increasing numbers of students, a growing recognition of the relevance of their multi-
SURQJHGPLVVLRQDQGDQXQSUHFHGHQWHGUROHDVWKH³HFRQRPLFHQJLQHV´RIRXU
economy. The challenges of the 21st century, which include scarce resources 
accompanied by increased accountability, shifting demographics of students and 
staff, rapid technological advancements, and competition from private for-profit 
entities, demand a renewed emphasis on leadership at the same time community 
colleges are experiencing massive retirements and a declining supply of qualified 
OHDGHUV6KXOWV³'HYHORSLQJDQHZJHQHUDWLRQRIOHDGHUVPD\EHRQHRIWKH
greatest challenges facing this sectRU´RIFRPPXQLW\FROOHJHVDFFRUGLQJWR
VanDerLinden (2004, p. 1). 
The results of this study were intended to contribute to the existing body of 
knowledge related to effective leadership, develop a profile of characteristics and 
competencies of male and female community college presidents, and determine the 
extent of gender differences. This research study was one of three parts of an 
overall study on community college leadership conducted in conjunction with 
graduate students Chris Duree and Greg Schmitz. The joint capstone project was a 
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nationwide survey of acting community college presidents in 2007, conducted by the 
Iowa State University Center for Survey Statistics and Methodology (CSSM). The 
VXUYH\UHVXOWVH[SDQGHG0F)DUOLQ¶VDQG&ULWWHQGHQ¶V997) research on 
background factors common among outstanding community college presidents 
0F)DUOLQ&ULWWHQGHQ	(EEHUV'XUHH¶VUHVHDUFKIRFXVHGRQRYHUDOOUHVXOWV
of The Community College Presidency: Demographics and Leadership Preparation 
Factors Survey and how well educational preparation and leadership development 
SURJUDPVPHWWKHLQWHQWRI$$&&¶Vcompetencies for community college leaders in 
7KLVUHVHDUFKHU¶VVWXG\GHYHORSHGDSURILOHRIWKHFKDUDFWHULVWLFVDQG
competencies of current male and female community college presidents and 
examined whether gender differences existed in the preparation of transformational 
OHDGHUVKLSVNLOOVDVGHOLQHDWHGE\WKH$$&&FRPSHWHQFLHV6FKPLW]¶VVWXG\ZLOO
examine how the career paths taken by community college presidents affect their 
ratings of the importance of AACC competencies, as well as their perceived level of 
preparation for their first presidency. 
 
Significance of the Study 
 The 2006 George B. Vaughan Career and Lifestyle Survey (CLS) findings 
from 897 presidents of public American community colleges and/or chancellors of 
multi-FROOHJHGLVWULFWVLQGLFDWHGWKDWWKHSUHVLGHQWV¶DYHUDJHDJHZDV\HDUVDQ
increase of two years older than the 2001 average of 56 years and four years older 
than the 1996 average of 54 years (Weisman & Vaughan, 1996, 2002, 2006). The 
retirement rate also increased from 68% in 1996 to 84% of the respondents in 2006, 
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indicating plans to retire within 10 years. Approximately one in four (24%) presidents 
indicated that they planned to retire within 1-3 years; almost one in three (32%), 
within 4-6 years; and over one in four (28%), within 7-10 years. The percentage who 
planned to retire in more than 10 years declined from 32% in 1996 to approximately 
16% in 2006. This decrease of 16% in 10 years indicates a rapid rise in anticipated 
retirements. Amey (2006) reported that each year since 2001, approximately 80 to 
100 first-time community college presidents were hired along with about 500 new 
senior level administrators, supporting a continued emphasis on leadership 
development and preparation. 
 A personnel survey conducted through the Iowa Department of Education, 
Iowa State University, and the Iowa community college presidents and trustees 
completed in December 2000 by 100% of the Iowa community revealed similar 
results (Ebbers, Wild, & Friedel, 2003). According to this survey, approximately 38% 
of community college administrators (mid-level to upper administration) will be 
retiring by 2010, but a more striking statistic is thaWRI,RZD¶VXSSHU
administration (president, vice president, provost, chancellor, executive deans) will 
be retiring with all but five of the 56 positions needing to be filled. This 9% decrease 
LQFXPXODWLYHSRVLWLRQVVLJQLILHVD³IODWWHQLQJ´RIWKHRUJanizational structure and the 
expectation of leaders to function in an even more responsive, innovative 
HQYLURQPHQW,WDOVRUHSUHVHQWVWKH³GUDLQLQJ´RIWKHOHDGHUVKLSSLSHOLQHZLWKIHZHU
candidates to fill the leadership positions. However, according to Boggs (2003), 
FKDOOHQJHVRSHQ³DZLQGRZRIRSSRUWXQLW\WREULQJJUHDWHUGLYHUVLW\QHZHQHUJ\DQG
QHZLGHDVWRFRPPXQLW\FROOHJHIDFXOW\DQGOHDGHUVKLS´S 
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Statement of the Problem 
Community college presidents have been retiring at an increasing rate, and 
this trend will intensify as baby boomers reach retirement age. The preparation of 
effective leaders is essential for the continued success of community colleges in 
meeting their unique mission in higher education. Hockaday and Puyear (2000) 
agreed that, if community colleges are to be successful in increasingly complex 
environments, then developing a new generation of leaders at all administrative 
levels is vital. Earlier research by Amey and Twombly (1992) magnified the 
importance of leadership even farther in referring to leadership as a key factor in 
determining whether an organization engaged in effective renewal or slipped into 
decline. Even though the AACC Leading Forward initiative established six broad 
competencies for outstanding leadership in the 21st century, formal leadership 
WUDLQLQJKDVRQO\³PLQLPDOO\´RU³PRGHUDWHO\´LQWHJUDWHGWKHVHVL[FULWHULDLQWR
community college leadership training (AACC, 2005). 
Given the complex, changing role of community colleges and their leaders 
and dwindling numbers of qualified or even interested candidates, it is important to 
research the characteristics, competencies, and career pathways of male and 
female community college presidents. Demographic research of college and 
university presidents is done regularly by professional organizations such as AACC 
and the American Council of Education (ACE), but there are very few studies of 
leadership traits of community college presidents based on the 2005 AACC 
competencies for community college leaders. 
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Two comprehensive, but dated, studies were conducted more than 10 years 
ago by McFarlin (1997) and Crittenden (1997). McFarlin, Crittenden, and Ebbers 
(2000) revealed five qualities acknowledged by peers that might relate positively to 
EHLQJLGHQWLILHGDV³DQRXWVWDQGLQJOHDGLQJFRPPXQLW\FROOHJHSUHVLGHQW´S
included the following:  
 Completion of a terminal degree 
 Study of higher education and community college leadership 
 Frequent experiences with publishing and presenting scholarly work 
 Preparation as change agents 
 Extensive involvement in peer networks/mentorship relationships 
 
0F)DUOLQLGHQWLILHGRISUHVLGHQWVLQKLVVWXG\DV³FRPPXQLW\
FROOHJHLQVLGHUV´ZKRVHSRVLWLRQKHOGLPPHGLDWHO\SULRUWRDVVXPLQJWKHLUILUVW
presidency was at a community college. Almost three-fifths (59.2%) of the 
respondents held an academic position immediately before becoming a president, 
with 34.4% holding non-academic positions and 6.4% unknown. Crittenden (1997) 
IRXQGRYHUWREH³FRPPXQLW\FROOHJHLQVLGHUV´ZLWh 48.2% holding academic 
positions, 48.9% holding non-academic positions or positions outside of community 
FROOHJHVDQGXQNQRZQ0F)DUOLQ¶VUHVHDUFKZDVOLPLWHGWRHLJKWXSSHU0LGZHVW
VWDWHVZKLOH&ULWWHQGHQ¶VVWXG\LQFOXGHGVWDWHV 
In 1986, approximately 8% of community college presidents were female 
(June, 2005). The percentage of female community college presidents has 
increased by 18% over the past 15 years, rising from 11% 1991 to 29% in 2006 
(Weisman & Vaughan, 2006). In the last five years, the increase has leveled off, 
rising only 1% from 28% in 2001 to 29% in 2006 compared to a 17% increase from 
1991 to 2001.  
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According to the AACC (2008) website, the latest IPEDS data show that 
almost three out of five community college students are female (59%) nationwide 
versus male (41%). With only 29% of community college presidents being female 
(Weisman & Vaughan, 2006), women are underrepresented in the community 
college presidency by approximately one-third. With the leadership shortfall, it is 
essential to provide well-prepared female role models in the community college 
presidency. 
7KHUHYLHZRIOLWHUDWXUHVKRZVWKDW³WKHSHUFHLYHGLPSDFWRIJHQGHULQPDOH-
dominated organizations is seen as most prevalent, most isolating, and most difficult 
to overFRPH´$PH\S,WLVHVVHQWLDOWRVWXG\OHDGHUVKLSWUDLWV
competencies, and gender differences in the community college presidency and 
assist all leaders, regardless of gender, to become better prepared for the complex, 
changing presidency. 
 
Purpose of the Study 
The purpose of this study was to: (1) develop a profile of characteristics and 
competencies of current male and female community college presidents; (2) 
determine whether significant gender differences exist in these attributes or in their 
views of the development of transformational leadership skills through the 
Competencies for Community College Leaders delineated by AACC; and (3) 
contribute to the existing body of knowledge related to leadership. 
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Research Questions 
Based on the objectives of this study, the following research questions were 
addressed: 
1. What are the background characteristics of current community college 
presidents? Specifically, how do current community college presidents differ 
by age, gender, and race? 
 
2. How do current male and female community college presidents differ in terms 
of formal educational preparation, career pathways, and leadership 
development outside of formal education? 
 
3. Among current community college presidents, are there statistically significant 
gender differences in formal educational preparation, leadership development 
outside of formal education, and career pathways? 
 
4. Are there statistically significant gender differences in the perception of the 
greatest challenges facing current community college presidents? 
 
5. How do current male and female community college presidents differ in their 
perception of their preparation to practice the leadership skills embedded in 
WKH$$&&¶VCompetencies for Community College Leaders when they 
assumed their first presidencies? 
 
6. Are there statistically significant gender differences in current community 
FROOHJHSUHVLGHQWV¶SHUFHSWLRQRIWKHLUSUHSDUDWLRQWRSUDFWLFHWKHOHDGHUVKLS
VNLOOVHPEHGGHGLQWKH$$&&¶VCompetencies for Community College 
Leaders when they assumed their first presidencies? 
 
7. 'RFXUUHQWFRPPXQLW\FROOHJHSUHVLGHQWV¶EDFNJURXQGLQIRUPDWLRQOHDGHUVKLS
preparation outside of formal education, educational programs in the highest 
GHJUHHHDUQHGDQGUDWLQJVRISUHSDUDWLRQLQWKH$$&&¶VCompetencies for 
Community College Leaders relate to a likelihood of well-prepared community 
college presidents? 
 
 
Theoretical and Conceptual Framework 
 The theoretical framework used in this study was transformational leadership 
theory. Although founded outside of education (Bass, 1985; Bennis, 1989; Burns, 
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1978), educational leaders face similar challenges. Modern theorists believe 
leadership can be learned (Bass, 1985; Bennis, 1989; Bennis & Goldsmith, 2005; 
Burns, 1978; Kouzes & Posner, 2001; Maxwell, 1998; Tichy & Devanna, 1986). 
Models of transformational leadership have been adopted as a theoretical 
framework for the study of community college leadership (Roueche, Baker, & Rose, 
1989). Grounded in transformational theory, a competency framework was outlined 
by AACC (200IRUWRGD\¶VDQGWRPRUURZ¶VFROOHJHOHDGHUV7KHIROORZLQJSULQFLSOHV
apply to these competencies: 
 Leadership can be learned. 
 Many members of the community college can lead. 
 Effective leadership is a combination of effective management and vision. 
 Learning leadership is a lifelong process, the movement of which is 
influenced by personal and career maturity as well as other developmental 
processes. 
 The leadership gap can be addressed through a variety of strategies such as 
college grow-your-own programs, AACC council and university programs, 
state system programs, residential institutes, coaching, mentoring, and on-
line and blended approaches. 
7UDQVIRUPDWLRQDOOHDGHUVKLSWKHRU\DQGWKH$$&&¶VJXLGLQJSULQFLSOHVIRU
Competencies for Community College Leaders were used as theoretical and 
conceptual frameworks for this study. This study focused on gender differences 
among current community college presidents. 
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Limitations 
The study was conducted with the following limitations:  
1. The results of the study were designed only to depict a profile of community 
college presidents currently serving in 2007. Information from the study was 
OLPLWHGWRDJJUHJDWHUHVXOWVIURPSUHVLGHQWV¶UHVSRQVHVDERXWGHPRJUDSKLFV
and ratings of leadership development experiences. 
2. The defined timeframe in which the data were collected may have limited the 
scope of the study. Results of this study were limited to the perceptions of 
presiding community college presidents at the time the data were collected, 
from July 16, 2007 through August 21, 2007. 
3. Chancellors and those serving multi-campus systems may have responded 
differently from presidents of single institutions. There were 29 chancellors 
(21 male and 8 female) and 1 vice-chancellor who responded to the survey. 
The complexities of multi-campus districts may have affected their 
perceptions and the overall results of this study. 
4. The survey instrument was designed to be disseminated and administered 
electronically. The use of an online survey instrument during the summer may 
have affected the ability or willingness of the community college presidents to 
respond to the survey accurately. Nearly 40% of community college 
presidents nationally responded to the survey instrument; however, those 
who did not respond may have affected the outcomes of the study. An 
analysis of the non-respondents was not conducted. 
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5. The survey instrument was lengthy, and 40 surveys were returned partially 
completed to the Iowa State University Center for Survey Statistics and 
Methodology. Twenty-four of the 40 responses had sufficient answers to be 
included in the analysis and results, while 16 did not and were excluded. The 
length may also have deterred some presidents from responding at all. 
6. The results of the study provided a snapshot of current community college 
presidents at a specific point in time. A longitudinal study may have produced 
different results pointing to changes that occur over a period of time. 
7. The responses to survey items were subject to the individual biases of each 
SUHVLGHQW¶V self-perception of leadership traits, skills, competencies, and 
preparation. 
7RWKHEHVWRIWKLVUHVHDUFKHU¶VNQRZOHGJHWKHUHKDYHEHHQQRRWKHUVWXGLHV
to validate the six AACC domains prior to Duree (2007) and this study. 
According to AACC (2005), fRUPDOOHDGHUVKLSWUDLQLQJKDVRQO\³PLQLPDOO\´RU
³PRGHUDWHO\´LQWHJUDWHGWKHVHFRPSHWHQFLHVLQWROHDGHUVKLSWUDLQLQJ 
 
Delimitations 
 The study was delimited by the following: 
1. Community colleges and community college presidents referred to in the 
study were limited to public, not-for-profit two-year institutions located in the 
United States. 
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2. The results of the study were limited to the perceptions of the current 
presidents of public, not-for-profit two-year institutions at the time of the 
survey. Interim or acting presidents were excluded. 
3. The results of the study were not intended to be used to rate any specific 
leadership development program designed to prepare community college 
presidents. 
4. This study was not used to examine or measure the effectiveness of job 
performance of community college presidents. 
 
Definition of Terms 
 The following definitions were used for the purposes of this study: 
Academic Career Pathway:  The career progression of a faculty member advancing 
to department chair, then moving on to an administrative position such as an 
academic dean and/or vice president before assuming a presidency. 
American Association of Community Colleges (AACC):  The American Association 
RI&RPPXQLW\&ROOHJHVLVWKHSULPDU\DGYRFDF\IRUWKHQDWLRQ¶VFRPPXQLW\ colleges. 
The association represents over 1,100 associate degree-granting institutions and 
over 10 million students. The AACC has been a national voice for community 
FROOHJHVVLQFHZLWKLWVPLVVLRQDV³%XLOGLQJD1DWLRQRI/HDUQHUVE\$GYDQFLQJ
AmeriFD¶V&RPPXQLW\&ROOHJHV´ 
Chancellor:  An administrator of a multi-campus community college system who has 
executive authority and oversight as the president for the districts 
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Community college ± two-year, non-profit public institution that most commonly 
awards associate degrees 
Community college president:  The chief executive officer (CEO) of a community 
college. Other titles may be chancellor or provost. 
Transformational leadership:  ³7KHDELOLW\RIWKHFRPPXQLW\FROOHJH&(2WRLQIOXHQFH
the values, attitudes, beliefs, and behaviors of others by working with and through 
WKHPLQRUGHUWRDFFRPSOLVKWKHFROOHJH¶VPLVVLRQDQGSXUSRVH´5RXHFKH%DNHU	
Rose, 1989, p. 11). 
 
Organization of the Study 
 This dissertation is divided into five chapters. Chapter 1 presents an 
introduction to the study. The review of current literature on the changing community 
college presidency, leadership theories, strategies for professional development, 
career pathways and gender differences is summarized in Chapter 2. A description 
of the methodology used in conducting the study is outlined in Chapter 3. Chapter 4 
contains the research findings including the survey results and statistical analyses. A 
discussion of the findings, conclusions, and recommendations for application and 
future studies is presented in Chapter 5. 
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CHAPTER 2.  REVIEW OF THE LITERATURE 
 
The purpose of this study was to: (1) develop a profile of characteristics and 
competencies of current male and female community college presidents; (2) 
determine whether significant gender differences exist in these attributes or in their 
views of the development of transformational leadership skills through the 
Competencies for Community College Leaders delineated by AACC; and (3) 
contribute to the existing body of knowledge related to leadership. 
This chapter reviews the literature related to this research study. The review 
looks at the body of literature on the changing presidency, leadership theories, 
specifically transformational leadership theory, the potential leadership crisis and 
desired characteristics of presidents, career pathways, and gender differences of 
community college presidents. 
 
Changing Community College Presidency 
Change²PDQ\GUHDGLWRWKHUVHQGXUHLWEXWVRPHHPEUDFHLW2¶%DQLRQ
(2003) acknowledged³&RPPXQLW\FROOHJHVOLYHDQGWKULYHLQWKHFUXFLEOHRI
change²DOZD\VKDYHDOZD\VZLOO´S+HUHFRJQL]HGWKDW 
Built on the streets far from the Ivory Tower, they confront and 
embrace, on a daily basis, an ever-changing community, an every-
changing student body, an ever-changing societal demand for new 
workers and new citizens, an ever-changing technology, and an ever-
changing demand for accountability. (p. 13) 
 
Because of the unique environment of the community college, the office of the 
president has more influence on organizational change than the presidency of 
four-year colleges and universities (Boggs, 2003 & Levin, 1998). The 
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community college presidency is changing across the nation, requiring a 
different set of traits, skills, and abilities to be effective. At the same time 
community colleges, which educate nearly half of all students enrolled in 
higher education (Kubala, 1999), are experiencing unparalleled changes in 
leadership.  
AACC has responded to the changing community college presidency and the 
leadership crisis with its national Leading Forward program initiated in 2003 and 
supported by a grant from the W. K. Kellogg Foundation, which has sponsored 
community college leadership programs since the 1960s. In April 2005, the AACC 
Board of Directors approved a set of six competencies to be used as a framework 
for community college leadership development, a major outcome of the Leading 
Forward program. The six competencies identified were organizational strategy, 
resource management, communication, collaboration, community college advocacy, 
and professionalism. 
Another Leading Forward initiative, The Breaking Tradition report (Amey, 
2006), looked at six university-based leadership programs created since 2000, how 
they aligned with the Leading Forward competency framework, and the needs of 
WKHLUVWDWHVDQGOHDGHUV$FFRUGLQJWR$PH\³:LWKWKHLUGLYHUVHPLVVLRQVDQG
constituencies, community colleges cannot afford to maintain passive assumptions 
about their prospective leadership pool and, about whether these individuals are 
SUHSDUHG´S 
A third Leading Forward initiative resulted in a report entitled Growing Your 
Own Leaders: Community Colleges Step Up (2006). The report was based on the 
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study of 16 community college programs, 2 community college district programs, 
and 5 state grow-your-own leadership programs which concentrate on developing 
future leaders from within the current ranks of midlevel faculty and administrators. 
Results of the study included recommendations for colleges in planning, developing, 
delivering, and strengthening grow-your-own leadership programs. 
 
Leadership Theories 
 Many leadership books and theories exist, but the concept of leadership 
remains elusive. There is a plethora of studies on leaders and leadership in higher 
education literature; however, the number that focuses on community colleges is 
PXFKVPDOOHU0XFKRIWKHOLWHUDWXUHIRFXVHVRQWUDLWWKHRU\WKH³*UHDW0DQ´WKHRU\
with vast similarity of findings that effective leaders are flexible, decisive, moral, 
courageous, goal-directed, scholarly individuals willing to take risks and concerned 
about others (Cohen & Brawer, 2003, pp. 135-138). Many of these themes of 
leadership are recurring throughout the literature.  
 Several authors have focused on various traits of leaders. Edwards (2004) 
listed a number of significant traits of leaders in The art of community college 
leadership: Some theories from the field, which included: 
 really active listening 
 thinking and living large (seeing the big picture, eliminating silos) 
 suspension of judgment 
 follow through 
 leading but also following 
 communication 
 seeking to serve (servant leadership) 
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 intercultural competence (appreciating diversity) 
 caring 
 authenticity, walking the talk 
 ³SXWWLQJWKHPRRVHRQWKHWDEOH´KRQHVW open dialogue and discussion) 
 
According to Nasworthy (2002): 
A successful college president needs a combination of many qualities 
± an understanding of what education is really about, some capacity 
for administration (which includes the ability to deal with people), a 
high degree of physical and emotional stamina, honesty, courage, 
personal integrity, and leadership skills. (p. 36) 
 
Shults (2001) posited that characteristics of effective leadership typically 
include not only traditional hard credentials such as relevant knowledge, education, 
and experience, but also soft credentials such as effective communication, 
collaboration, and tolerance for ambiguity, understanding diversity, diplomacy and 
civility, inclusion, sense of humor, integrity, vision development, and strategic 
planning. 
The keynote speaker at the April 2005 AACC Convention, Goodwin, identified 
four excellent leadership qualities others could learn from exhibited by past U.S. 
presidents Johnson, Kennedy, Lincoln, and Roosevelt. These traits were quiet 
confidence, willingness to learn from mistakes, excellent communication skills, and 
replenishment through relaxation (Patton, 2005). 
Cohen and Brawer (2003) also referred to earlier works of Richardson and 
Wolverton (1994), and Fryer and Lovas (1991) regarding contextual perspectives, 
and Astin and Leland (1991) who attempted to merge traits and contexts, and 
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Bensimon (1994) who related a view of the college not as a hierarchical structure but 
as a collection of interacting people. 
In his Pulitzer Prize winning book, Leadership, Burns (1978) defined 
leadership as 
Some define leadership as leaders making followers do what followers 
would not otherwise do, or as leaders making followers do what the 
leaders want them to do; I define leadership as leaders inducing 
followers to act for certain goals that represent the values and the 
motivations²the wants and needs, the aspirations and expectations²
of both leaders and followers. (p. 19)  
 
Burns (1978) believed the mark of potential leadership is the ability to "learn from 
others and from the environment²the capacity to be taught´S7KDWFDSDFLW\
requires an ability to listen and be guided by others without being threatened and to 
lead by being led. This self-actualization requires one to make a habit of focusing on 
what he or she can learn each day. 
In his research, Burns (1978) also distinguished between leadership and 
PDQDJHPHQWFKDUDFWHUL]LQJPDQDJHPHQWDV³WUDQVDFWLRQDO´DQGOHDGHUVKLSDV
³WUDQVIRUPDWLRQDO´0DQDJHPHQWLVDERXW³GRLQJWKLQJVULJKW´DQGOHDGHUVKLSUHTXLUHV
³GRLQJWKHULJKWWKLQJV´%XUQVWULJJHUHGWKHVWXG\RIOHDGHUVKLSDVDGLVFLSOLQH
EH\RQGPDQDJHPHQWDQGFRQFHSWXDOL]HGWUDQVIRUPDWLRQDOOHDGHUVKLSDV³WKHDELOLW\
to identify the needs, values, and goals of the group and, at the same time, be able 
WRIXOO\HQJDJHIROORZHUV´S+HEHOLHYHGWKLVFUHDWHGDPRUDOSXUSRVHWR
WUDQVIRUPDWLRQDOOHDGHUVKLS³LQWKDWLWUDLVHVWKHOHYHORIKXPDQFRQGXFWDQGHWKLFDO
DVSLUDWLRQRIERWKOHDGHUDQGOHG´S7KHVHLGHDVKDYHEHHQH[panded by 
Rosener (1990), Bennis and Goldsmith (2003), and Kanter (2003). 
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Bass (1985) touted transformational leadership and the need to motivate 
individuals through visioning, focusing, and implementing to create high performing 
organizations. Sergiovanni (1996) also used transformational leadership to critique 
school reform. In his recent work, Sergiovanni (2007) presented eight leadership 
competencies leaders must master to be successful: attention, meaning, trust, self, 
paradox, effectiveness, follow-up, and responsibility. 
Transformational leadership, according to Kouzes and Posner (2002), 
³RFFXUUHGZKHQLQWKHLULQWHUDFWLRQVSHRSOHµUDLVHGRQHDQRWKHUWRKLJKHUOHYHOVRI
PRWLYDWLRQDQGPRUDOLW\¶´S.RX]HVDQG3RVQHUGHYHORSHGILYHSUDFWLFHVRf 
exemplary leadership: Modeling the Way, Inspiring a Shared Vision, Challenging the 
Process, Enabling Others to Act, and Encouraging the Heart. These were later 
developed into the Leadership Practices Inventory, an instrument to identify 
practices and behavior associated with effective leadership. 
In their book, Shared vision, Roueche, Baker, and Rose (1989) suggested 
that transformational leaders "possess the synergy to create something new out of 
something old" (p. 32). These leaders craft a new vision and get others to see it, 
understand it, and fully commit to it. 
Others, such as Cohen and Brawer (2003), agreed that leadership is a 
transaction between people, not just a set of traits held by a person in a position of 
authority. A leader may not even hold a position of authority; leadership is not about 
positions on an organizational chart. Administrators who exercise leadership interact 
with the people involved. They ask questions and take the answers into 
consideration in decision-making. 
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Greenleaf (1977, as cited in Autry, 2001) wrote and lectured extensively on 
WKH³VHUYDQWOHDGHU´DQGWKHIXQGDPHQWDOFRQFHSWRIEHLQJXVHIXODQGVHUYLQJRWKHUV
Autry expanded the list of characteristics of the servant leader to include being 
authentic, vulnerable, accepting, present and useful. He espoused that true 
leadership is not just a set of skills and learned behaviors (like management), but 
what you do as a leader depends on who you are. Regardless of your own 
perceptions of yourself, your behavior is the only way colleagues and employees 
can determine who you are. A servant leader thinks of themselves as the principal 
resource for employees. Autry (2001, pp. 20-21) listed these principles to follow: 
1. Leadership is not about controlling people; it's about caring for people 
and being a useful resource for people. 
2. Leadership is not about being boss; it's about being present for people 
and building a community at work. 
3. Leadership is not about holding on to territory; it's about letting go of 
ego, bringing your spirit to work, being your best and most authentic 
self. 
4. Leadership is less concerned with pep talks and more concerned with 
creating a place in which people can do good work, can find meaning 
in their work, and can bring their spirits to work. 
5. Leadership, like life, is largely a matter of paying attention. 
6. Leadership requires love. 
Campbell (2002) took a pluralistic view of leadership, and believed that: 
2UJDQL]DWLRQVDUHHQWHULQJZKDWPLJKWEHFDOOHGWKHµSRVW-KHURLFDJH¶
of leadership ± an age in which it will no longer be desirable, for one 
individual at the top to be a single driving force behind an enterprise. A 
VLQJOHOHDGHUPD\EHHVVHQWLDOGXULQJDQRUJDQL]DWLRQ¶VIRUPDWLYH
years, but as that organization evolves, leadership teams will likely 
emerge. (p. 49) 
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7KH3UHVLGHQW¶V5ROHLQ/HDUQLQJ-centered Organizations 
 ,QWKHLUDUWLFOH³6HYHQ6WUDWHJLHVIRU3UHVLGHQWVWR6WD\LQ7RXFK:LWK
7HDFKLQJDQG/HDUQLQJ´'DVVDQFHDQG(YDQVUHFRJQL]HGWKHQHHGIRUWKH
president to be recognized as the academic leader of the institution and find ways to 
remain in touch with teaching and learning. They outlined the following strategies: 
 Know what is contained in the literature of teaching and learning theory. 
 Emphasize student learning as the primary mission of the institution. 
 Observe the instructional process (faculty and students) in the classroom. 
 Connect at all levels with faculty and student services staff. 
 Meet with various groups to listen, solicit input, and demonstrate 
responsiveness. 
 Provide adequate resources to promote professional development. 
 :DONWKHKDOOVDQGEHYLVLEOHRXWVLGHWKHSUHVLGHQW¶VRIILFH 
 
These activities need to be balanced with the external activities of the presidency 
including fundraising, lobbying, and acting as spokesperson for the college. 
 (GG\YLHZHGDQLPSRUWDQWOHDGHUVKLSUROHRIWKHSUHVLGHQWLQ³IUDPLQJ´
organizational change on campus in order to assist individuals in interpreting and 
XQGHUVWDQGLQJFKDQJHVDURXQGWKHPZKLFKVKHODEHOV³VHQVHPDNLQJ´7KHPDQQHU
in which the president chooses one set of meaning(s) over another for a given 
situation drives campus goals and strategies to achieve the objectives. It causes 
individuals to adjust their thinking and helps them make sense of events and 
activities. The presideQW¶VFRJQLWLRQSOD\VDYLWDOUROHLQKRZWKH\IUDPHWKHFKDQJH
for others, and this framing creates a shared meaning for campus members. Four 
different methods of communicating change on campus are walking the frame 
(taking the message to campus members), talking the frame (formal speeches and 
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casual conversations), writing the frame (memos, emails, etc.), or symbolizing the 
frame (literal or metaphorical symbols). Since individual preferences of 
communication vary, multiple methods should be utilized depending on the 
audience. 
Leadership as Learning 
 In his book, The 21 Irrefutable Laws of Leadership, Maxwell (1998) suggested 
leadership is influence, nothing more and nothing less, which can be learned. He 
believed there are many misconceptions about leadership, but that neither an 
impressive title nor a high position on the organizational chart makes a leader. 
³6RPHWLPHVLWPD\EHWUXH´KHVWDWHG³EXWWUXHOHDGHUVKLSFDQQRWEHDZDUGHG
DSSRLQWHGRUDVVLJQHG,WFRPHVRQO\IURPLQIOXHQFHDQGWKDWFDQ¶WEH mandated. It 
must be earned. The only thing a title can buy is a little time²either to increase your 
OHYHORILQIOXHQFHZLWKRWKHUVRUWRHUDVHLW´SS-14). Maxwell strongly asserted 
that his 21 laws can be learned, and that if you follow the laws people will follow you. 
 Leadership is described as a science that can be learned in practice even in 
times of uncertainty by Wheatley (2005). Wheatley asserted that leaders who use 
self-organizing approaches rather than command and control spur energy, creativity, 
and commitment to the organization and that coherence, not control is necessary. 
The primary task of a leader is making sure the organization knows itself, thus 
OHDGHUVVXSSRUWFRQWLQXRXVFRQYHUVDWLRQVDERXWWKHRUJDQL]DWLRQ¶VLGHQWLW\7KLV
belief in people creates a shared vision and freedom for individual contributions to 
that vision. 
26 
 
 Commenting on the AACC Competency Framework for Community College 
Leaders, Fliegler (2006) stated that leadership can be learned, and community 
college leaders no longer have to advance on the traditional career ladder but can 
come from almost any position. 
 
The Leadership Gap 
As recently as the February/March 2006 issue of the Community 
College JournalWKHIRFXVKDVUHPDLQHGRQ³7KH1HZ/HDGHUVKLS*DS
Shortages in $GPLQLVWUDWLYH3RVLWLRQV´7KLVOHDGHUVKLSJDSH[WHQGVIURP
administrators and professionals in highly specialized positions in the college 
to the presidency. There will be a serious shortage in these positions between 
2006 and 2010, and the ability to fill these positions with trained professionals 
is essential to the future of community colleges. The Futures Leaders Work 
3URILOH*URXSHPSKDVL]HGWKDW³WKHVHYHULW\RIWKLVSUREOHP>LV@OLNHWZRWUDLQV
RQDFROOLVLRQFRXUVH´&DPSEHOOS$IWHUDOO³&RPPXQLW\FROOHJHV
are vital to the future of this nation. It will be the community college that will 
NHHS$PHULFDZRUNLQJ´.XEDODS 
 With the significance of the current research on the leadership gap and 
learning-centered organizations, proactive leadership development becomes an 
urgent matter. How do we best prepare skilled leaders to fill this gap? Only 41% of 
764 four-year community college presidents and chancellors who responded to a 
Chronicle of Higher Education survey between June 23 and July 29, 2005, reported 
they were very well prepared for their first presidency (Selingo, 2005). Less than half 
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(46%) indicated they were moderately well prepared. The functions they were most 
unprepared for were fund raising (18%), with budgetary issues and relationships with 
legislators and other political officials tied for second (11% each). Financial issues 
permeated nearly every part of the job, and the presidents worried about balanced 
budgets, which they considered indicative of success. Second to the budgetary 
concerns, however, were excellence of educational programs and quality of faculty, 
an indication of commitment to student learning. The presidents who were most 
prepared usually worked closely with the former president (a mentor relationship) 
before moving into the position. Regardless of their level of preparation, 94% would 
do it all over again. 
Although she considered herself unprepared for the position, Paneitz (2005) 
recommended the presidency as the most exhilarating experience one can have. A 
second-year president at NorthWest Arkansas Community College, Paneitz agreed 
that, even with numerous leadership institutes and conferences, mentoring by other 
presidents, and reading the latest literature on leadership, she still faced numerous 
challenges as a new president. Nothing prepared her for handling the stress of a 
24/7 job and lack of privacy, the challenges of changing an institutional culture and 
ZRUNLQJZLWKD%RDUGRI7UXVWHHVWKHVWDWHEXUHDXFUDF\DQGWKHPHGLD3DQHLW]¶V 
benchmark of making difficult decisions with integrity, doing the right thing even if it 
may not be popular, and doing what is best for students is exactly what leadership is 
about. Remaining focused on the community college mission is essential, and it 
indeed takes a sense of humor, thick skin, balance, and humility to survive its 
pressures. 
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Strategies for Leadership Development 
 Although it would seem that leadership training is readily available, 
professional development has been more of an individual pursuit, oftentimes after 
one is in a leadership position rather than a systematic effort along the way. Amey 
(2005) proposed a new way of looking at leadership in the context of ongoing 
learning in a special issue of the Community College Journal of Research and 
3UDFWLFH$PH\VWDWHG³7KHOHDGHUVWRZKRP,DPUHIHUULQJFXOWLYDWHDOHDUQLQJ
organization for themselvesQRWMXVWIRUVWXGHQWVDV2¶%DQLRQVXJJHVWHG3XW
differently, the learning college means learning for everyone in the organization. In 
WKLVFRQWH[W³FUHDWLQJDOHDUQLQJHQYLURQPHQWLVDSULPDU\RUJDQL]DWLRQDOSULRULW\
ZKHQOHDGHUVKLSLVVHHQDVOHDUQLQJ´S 
Eddy (2005) pointed out there is not just one way for leaders to learn about 
leadership nor is there one way to lead an institution of higher education. Individual 
cognitive orientation, past experiences, mentor relationships, situated cognition, 
feedback loops and social interaction all contributed to learning. 
Others support the belief that mentoring significantly contributes to 
professional development (McDade, 2005; Phelan, 2005; VanDerLinden, 2005); 
however, it is impossible to conjecture whether presidencies would have been 
achieved with or without mentors (McDade, 2005). VanDerLinden (2005) defined 
WUXHPHQWRULQJDV³DOong-term, professionally centered relationship between two 
LQGLYLGXDOV´S0RUHWKDQKDOIRIDGPLQLVWUDWRUVLQGLFDWHGWKH\KDGD
mentor, with 52% indicating the mentor had assisted them in obtaining their current 
position. Phelan (2005) shared his successes and failures in mentoring, hoping to 
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help others to avoid the same pitfalls he personally experienced during his first 
presidency in 1997. 
In 2002, AACC addressed model strategies for leadership development in 
The Leadership Gap (Campbell, 2002). Strategies used by Parkland College in 
Illinois, Daytona Beach Community College in Florida, Macomb Community College 
in Michigan, Cuyahoga Community College in Ohio, and Austin Community College 
in Texas were reviewed. Collaborative leadership development programs and 
planning processes, such as presidential leadership seminars and situational 
leadership workshops, have been established at these community colleges. 
More recently, the AACC has responded to the leadership gap by developing 
a competency framework to assist individuals and institutions in identifying and 
achieving appropriate leadership skills (AACC, 2005). In 2003, the W. K. Kellogg 
Foundation awarded a grant to AACC entitled Leading Forward, which funded four, 
day-long summits that were held between November 2003 and March 2004. Four 
different constituent groups were assembled representing AACC affiliate councils, 
FROOHJHDQGVWDWH³JURZ-your-RZQ´SURJUDPVFROOHJHVLQXQGHUVHUYHGDUHDVDQG
university programs. The groups were assigned WKHWDVN³WREXLOGFRQVHQVXVDURXQG
key knowledge, values and skills needed by community college leaders and to 
GHWHUPLQHKRZWRGHYHORSDQGVXVWDLQOHDGHUV´$$&& 
A report commissioned by AACC from ACT, Inc., entitled A Qualitative 
Analysis of Community College Leadership from the Leading Forward Summits, was 
submitted by Vincent in July 2004. The report, which can be found at 
http://www.ccleadership.org/pdfs/ACT_report.pdf, summarized the outcomes from 
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the summits in a preliminary competency framework. AACC refined these data, 
resulting in the final Competency Framework for Community College Leaders 
(AACC, 2005). In December 2004, AACC again surveyed the participants and 
members of the Leading Forward National Advisory Panel to determine whether 
critical competencies had been identified. All (100%) of the respondents to that 
VXUYH\UHLQIRUFHGWKHYDOLGLW\RIWKHVL[FRPSHWHQFLHVDV³YHU\´RU³H[WUHPHO\´
essential to the effective performance of community college leaders. The six 
identified competencies for community college leaders were: organizational strategy, 
resource management, communication, collaboration, advocacy, and 
professionalism. Appendix A lists a description and illustrations for each of these 
competencies which the AACC Board of Directors unanimously approved on April 9, 
2005. Effective leadership programs for the community college presidency can be 
HQKDQFHGZLWKFORVHDWWHQWLRQWRWKHUHVHDUFKDQG$$&&¶VIUDPHZRUN$$&&
2005). 
 
Career Pathways to the Community College Presidency 
Of all the paths ... there is, at any given moment, a best path ... to 
find this path and walk in it, is the one needful thing. 
 ²Thomas Carlyle (1843), Past and Present 
 
In Making change happen, &DUWHUDQG$OIUHGDVVHUWHGWKDW³SHUKDSV
the biggest challenge facing colleges, and simultaneously, one of our best 
opportunities to shape the future, lies in developing a human resource plan that 
DGGUHVVHVWKHIXWXUHQHHGVRIWKHLQVWLWXWLRQ´S:LWKWKHXQSUHFHGHQWHG
number of anticipated retirements facing community colleges, there is a tremendous 
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window of opportunity. There is limited research in the literature as to why and how 
certain administrative career paths develop, or what strategies would be suitable to 
develop and support alternative pathways to the presidency. Fliegler (2006) noted 
WKDWOHDGHUVKLSFDQ³EHOHDUQHGDQGOHDGHUVFDQFRPHIURPDOOSRVLWLRQVRQWKH
SOD\LQJILHOGS´LPSO\LQJWKDWOHDGHUVQRORQJHUKDYHWRDGYDQFHRQWKH
traditional academic career ladder (e.g., from faculty, to department chair, to 
academic dean and/or vice president, to president). However, current research has 
shown that the academic career pathway remains the most common route to the 
community college presidency with 54.5% of respondents indicating an academic 
position was held prior to their first presidency (Weisman & Vaughan, 2006). 
The career path culminating in presidency has not changed significantly over 
the years. In The community college presidency, Vaughan (1986) asserted the most 
straightforward path to the presidency was through the academic pipeline. 
9DXJKDQ¶VILQGLQJVUHYHDOHGWKDWPRUHWKDQKDOIRIFRPPXQLW\FROOHJH
presidents came through the instructional route, with slightly less than two-fifths 
(38%) serving as chief academic officers and slightly more than one-tenth (12.2%) 
holding vice president (the majority of which were academic) positions prior to 
assuming the presidency. 
6XSSRUWLQJ9DXJKDQ¶VUHVXOWV.XEDODIRXQGWKDWDSSUR[LPDWHO\WKUHH-
fourths (72.2%) of responding presidents appointed between May 1995 and 
February 1997 came through the academic pathway. Student services/student 
development was also a popular route with 11.1% of respondents from this 
background. A variety of other career pathways (16.7%) were mentioned, which 
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included continuing education, administrative services, institutional development, 
planning, marketing, and even serving on the board of trustees.  
In a comparative study, Kubala and Bailey (2001) found more than half 
(56.4%) of responding presidents appointed September 1997 to September 1999 
came through an academic pipeline. Student services (8.9%) and administrative 
services (8.9%) routes were tied for the next common pathway. 
Moore, Martorana, and Twombly (1985) studied the range of career pathways 
for administrators in community colleges and published their findings in 7RGD\¶V
academic leaders: A national study of administrators in two-year colleges. Amey, 
VanderLinden, and Brown (2002) replicated parts of the national survey by Moore et 
al. (1985). Amey et al. (2002) contended that paths to the presidency are visibly 
changing, having become more diversified since 1985, with a mixed internal/external 
labor market. Promotion from within is possible, but it is just as likely that one needs 
to move to obtain a presidency.  
Twenty-five percent of presidents in the 2002 study reported their immediate 
past position was a presidency at another community college (Amey et al., 2002). 
Others specified a traditional senior leadership path, with 37% indicating their 
immediate prior position as provost and 15% as an Associate, Assistant, Academic 
Dean/Dean of Instruction (15%). These were higher percentages than those found 
by Moore et al. (1985), which were 16.6%, 8.8%, and 15.6%, respectively. Three 
percent of those positions in the study by Amey et al. (2002) were formerly Dean or 
Assistant Dean/Director in Continuing/Vocational Education, while 12% were 
previously in other administrative positions, such as senior student affairs offices and 
33 
 
vice presidents for institutional planning or advancement. This was a considerable 
increase since 1985, when very few (3.6%) presidents formerly held administrative 
positions.  
Approximately one-third of all presidents in the study by Amey et al. (2002) 
revealed they had held positions earlier in their careers at four-year institutions. The 
most frequently mentioned positions were that of faculty or department 
chair/program director, before a shift was made to the community college arena. 
This was a slightly higher percentage than the study by Moore et al. (1985). Amey et 
al. (2002) revealed a lower percentage (17%) than did Moore et al (1985) of those 
with public school backgrounds. This trend may also parallel the evolution from 
³MXQLRU´FROOHJHVWRFRPPXQLW\FROOHJHV 
There was no significant gender difference between the career paths of male 
and female presidents in the 1985 and 2002 studies by Moore et al. and Amey et al., 
UHVSHFWLYHO\$SSUR[LPDWHO\KDOIRIHDFKJURXSSXUVXHG³WUDGLWLRQDO´SDWKVWRWKH
presidency, whereas the remaining had experienced a variety of other administrative 
positions. 
Amey et al. (2002) revealed that, over the past 20 years, there has been a 
greater inclination for governing boards and presidential search committees to hire 
presidents with substantial administrative experience, including previous 
presidencies. This strong preference for extensive experience suggests a lack of 
GHVLUHWRSURYLGH³RQWKHMREWUDLQLQJ´ 
Amey et al (2002) also found that college presidents remain one of the few 
positions most likely to have any experience in public school teaching (17%). 
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However, this percentage has decreased dramatically since 1985, when nearly two-
thirds (approximately 60%) of presidents revealed a K-12 background.  
Miller and Pope (2005) identified career pathways for community college 
presidents emerging from three main labor markets, the most obvious being from 
within community colleges. Twombly (1988) labeled this phenomenon as the internal 
labor market. This traditional market presents leaders with experience in academic 
program management and knowledge of faculty issues. A second labor market is 
external private business and industry. This experience enables the leader to 
develop a deep sense of community responsiveness, including the need for certain 
career programs to supply skilled labor. Another benefit of outside leaders is their 
³DELOLW\WRVHHWKHDFDGHPLFHQWHUSULVHZLWKDµIUHVK¶RUXQILOWHUHGYLVLRQRIDFDGHPLF
SROLWLFV´0LOOHU	3RSHSS-749). Without political ties, leaders are more 
apt to make sweeping changes towards a business-like environment. A third labor 
market is the public nonprofit segment of secondary school administration or other 
state-level public administration exposure. These leaders are aware of the unique 
community college educational mission and public management models. However, 
Miller and Pope (2005) cautioned that the two external labor market foundations lack 
an appreciation for shared academic governance, which ensures that academic 
integrity is strongO\UHSUHVHQWHGLQWKHFRPPXQLW\FROOHJH¶VPLVVLRQ 
In their research, McFarlin (1997) and Crittenden (1997) both identified the 
YDVWPDMRULW\RISUHVLGHQWVDV³FRPPXQLW\FROOHJHLQVLGHUV´ZKRVHSRVLWLRQ
immediately preceding their first presidency was at a community college. McFarlin 
(1997) found 86.1% to be insiders. Approximately three-fifths (59.2%) of the 
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respondents held an academic position immediately before assuming a presidency, 
with 34.4% holding non-academic positions and 6.4% unknown. Crittenden (1997) 
LGHQWLILHGDV³FRPPXQLW\FROOHJHLQVLGHUV´ZLWKKROGLQJDFDGHPLF
positions, 48.9% non-academic positions or positions outside the community 
FROOHJHDQGXQNQRZQ0F)DUOLQ¶VUHVHDUFKZDVOLPLWHGWRHLJKWXSSHU0LGZHVW
states, whilH&ULWWHQGHQ¶VVWXG\LQFOXGHGVWDWHV 
Regardless of their career pathway to the presidency, the majority (74%) of 
FRPPXQLW\FROOHJHSUHVLGHQWVFKRVHWREHFRPHDSUHVLGHQW³WRPDNHDGLIIHUHQFH´
(Kubala, 1999). They wanted to apply their leadership skills and contribute to their 
profession; most were ready for the challenge at that stage of their careers. 
 
Gender Differences 
 The number of women in two-year college presidencies has increased 
significantly since the mid 1980s, from 7.9% in 1986 to 28.8% in 2006, according to 
a survey by the American Council on Education, entitled: The American College 
President: 20th Anniversary. The report described this as the most striking change 
that has occurred in two-year colleges, but little is known about women in the 
community college presidency as they are rarely studied and they rarely write about 
WKHPVHOYHV$Q³HPSKDVLVRQZRPHQQHHGLQJWRGRDOOWKHZRUNWRFKDQJHVRFLHW\
dominates writing on women in general; writings about women in the community 
college are QRH[FHSWLRQ´7RZQVHQGS 
Although the ratio has increased, female representation in the presidency is 
still not proportionate to female students in the classrooms or faculty ranks (Amey & 
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VanDerLinden, 2002; VanDerLinden, 2005). According to IPEDS enrollment data 
posted on the AACC (2008) website, percentage by gender of students enrolled in 
community colleges is 59% female and 41% male (AACC, 2008). Since 1985, more 
than half of all community college students have been female (AACC). Women 
account for approximately 38% of full-time instructional faculty and staff at all Title IV 
degree-granting institutions in the 50 states and the District of Columbia, and almost 
DWSXEOLFDVVRFLDWH¶VFROOHJHV1&(6 
In a recent study, VanDerLinden (2005) found that women community college 
administrators were disproportionately represented in middle-level administrative 
positions, rather than senior-level positions, even though the female respondents 
were found to be making equal or similar investments in human capital 
(commitment, education, and experience) as male administrators. In an earlier study 
of female community college administrators in California, Faulconer (1995) 
GHWHUPLQHGWKDW³WKHUHSUHVHQWDWLRQRIZRPHQLQWKHPDQDJHPHQWRIKLJKHU
eduFDWLRQLVQRWSURSRUWLRQDWHWRWKHLUSUHVHQFHLQWKHZRUNSODFHRULQWKHFODVVURRP´
(p. 18). 
 Amey (1999) described community collegeVDVSODFHVZKHUH³virtually anyone 
can succeed, regardless of race, ethnicity, gender, socioeconomic status, or cultural 
cDSLWDO´S. &RPPXQLW\FROOHJHVKDYHEHHQKDLOHGDV³SHRSOH¶VFROOHJHV´%ULQW	
Karabel, 1989), welcoming students and administrators with diverse backgrounds 
and abilities. This welcoming atmosphere does not always extend to senior 
administration. Amey (1999) found that the leadership and organizational behavior in 
community colleges has often been characterized as bureaucratic and hierarchical 
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(Birnbaum, 1988; Vaughan, 1989), and dominated by male and elite imagery (Amey 
& Twombly, 1992, 1994), and often leaving employees feeling disconnected (Cross 
	5DYHNDV$FFRUGLQJWR$PH\WKLVFUHDWHVD³GLOHPPDRIFXOWXUDO
FDSLWDOIRUZRPHQDQGDGPLQLVWUDWRUVRIFRORU´SZKRPD\EHIRUFHGWRDGRSW
the prevailing values to succeed in the organization and lose touch with their unique 
female qualities. This dilemma is alleviated if one assumes that success in an 
organization is vested in the organizational structure rather than in the person 
7RZQVHQGEXW³WKHSHUFHLYHGLPSDFWRIJHQGHU in male-dominated 
organizations is seen as most prevalent, most isolating, and most difficult to 
RYHUFRPH´$PH\S 
 The most prevalent images of leadership in the literature about community 
FROOHJHVSRUWUD\HGJHQGHUHGLPDJHVVXFKDV³FRPPDQGers, builders, managers, 
KHURHVEOXHFKLSSHUVDQGYLVLRQDULHV´7ZRPEO\S7ZRPEO\DUJXHG
that the strong, militaristic images shaped conceptions about community college 
leaders and became standards for those who had access to power, making it difficult 
to envision women or minorities in community college leadership roles. 
In a collection of articles entitled Gender and power in the community college, 
Townsend (1995) explored the relationship between gender and power, stating that: 
As presidents, women are in positions of power to effect change. They 
have the opportunity to help create and develop an institutional 
environment that embraces women, minorities, and all nontraditional 
students and staff. It is not only women presidents who have this 
opportunity. All institutional presidents can strive to do so. What is not 
FOHDULVLIWKHJHQGHURIDSUHVLGHQWPD\EHDIDFWRULQWKDWSHUVRQ¶V
willingness or desire to use institutional power to develop an inclusive 
environment. (p. 1) 
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 In the March 2001 special edition of the Community College Journal of 
Research and Practice, which focused on perspectives of women as leaders, three 
authors presented their perceptions of necessary attributes for female community 
college presidents. Stephenson (2001) asserted that female leaders need to clearly 
understand staffing, funding, students, and the workforce. Evans (2001) maintained 
it is up to female leaders to make sweeping changes in organization, leadership and 
management styles, instructional delivery, use of technology, and student services 
necessary for effective LQVWLWXWLRQVEHFDXVH³ZRPHQDUHQRWVRERXQGE\WUDGLWLRQ
nor enamored with power and the trappings of the office; they are outcome-oriented 
DQGYHU\FDULQJ,QVKRUWWKH\DUHµFDQGR¶SHRSOH who take on challenges others 
VKXQ´S*LDQQLQLSRUWUD\HG female leaders as responsive change 
agents who will guide the future agendas of higher education. 
In their study published as an AACC Research Brief examining career paths 
of community college leaders, Amey and VanDerLinden (2002) noted that women 
were underrepresented in certain administrative positions, including the offices of 
president (27% female), occupational or vocational education director (29% female), 
and chief financial officer (30% female). They found few gender differences among 
male and female administrators. One noticeable difference was the average 
numbers of years in the presidency²4 years for females and slightly over 7 years 
for males. Another difference was the degree to which men and women were hired 
from within their current institution or other sectors. For the position of president, 
males were more likely than females to be promoted from within the same 
community college. Approximately 18% of females and 25% of males were hired for 
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the presidency from within their current institution. Females were also more likely 
than males to be involved in mentoring. Approximately 62% of females and 50% of 
males had mentors, while approximately 42% of females and 30% of males had 
received assistance from a mentor in obtaining their current position. Approximately 
65% of females and 56% of males were currently mentoring others. Amey and 
VanDerLinden (2002) concluded that: 
Community colleges appear to be opening their doors to administrative 
OHDGHUVKLSLQQHZZD\VIRUVDNLQJWKHVHDUFKIRUWKH³JUHDWPDQ´WKDW
once characterized presidential recruiting. But much work remains to 
be done in generating candidate pools for senior positions, in 
equipping younger generations of administrators with the skills and 
experiences that will help them win promotion, and in ensuring equity 
in promotion into the most senior positions. (p. 15-16) 
 
:RPHQ¶VOHDGHUVKLSVW\OHV 
 :HQQLJHUDQG&RQUR\GHVFULEHGWKUHHVWDJHVRIZRPHQ¶V
leadership styles in Gender equity or bust! In the first stage which began in 
the 1970s, women were encouraged to discard feminine behaviors and follow 
PHQ¶VVW\OHRIKLHUDUFKLFDOOHDGHUVKLS:RPHQDVNHG³+RZFDQ,FKDQJHWRILW
LQ"´,QWKHVHFRQGVWDJHZKLFKEHJDQLQthe mid-1980s, women became 
uncomfortable with this top-down style of management as it contradicted with 
their socialized natures and different leadership styles between males and 
females were recognized. Strategies like inclusion and cooperation became 
poSXODUHYHQDPRQJPDOHV:RPHQDVNHG³+RZFDQ,DVDZRPDQILWLQ"´,Q
the third stage, which began in the mid-1990s, women and men matched their 
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skills and abilities to the requirements of the organization. Today, women and 
PHQDVN³+RZGRP\VNLOOVDQG DELOLWLHVILWWKHQHHGVRIWKHRUJDQL]DWLRQ"´ 
 Thirty interviews of senior women administrators in higher education inspired 
Tedrow (1999, as cited in Wenniger & Conroy, 2001) to classify their leadership 
styles into three groups: adapters, reconcilers, and resisters. One group of women 
adapted to the traditional structure by modeling masculine behaviors and saw 
themselves as gender-neutral. They denied or minimized gender issues. The 
reconcilers used relational styles in a compartmentalized fashion, delivering the 
appropriate response in order to be non-threatening and maintain peaceful relations. 
The resisters wanted to be themselves and took risks to advance change. Women 
using resistance assisted their schools in valuing differences, sharing authority, and 
creating more inclusive forms of decision making. Tedrow found that each of the 
women used all three leadership styles to some extent, and their preferred style 
depended on the institutional culture, the situation, and the woman herself. The 
three strategies²adapters, reconcilers, and resisters²were all reactive strategies. 
7HGURZVWDWHG³7KHQHJDWLYHFRQVHTXHQFHLVWKDWZRPHQVSHQGDJRRGGHDORIWLPH
and energy simply trying to survive, when they should be WKULYLQJ´DVFLWHGLQ
Wenniger & Conroy, 2001, p. 19). She urged leaders to critically examine the 
FROOHJH¶VFXOWXUHDQGHQFRXUDJHZRPHQWRGHYHORSDQGXVHUHVLVWDQFHOHDGHUVKLS
styles, giving them critical responsibility and recognition for their efforts. 
 In Navigating the raging river, Amey (1999) recognized the need to find 
new administrative models that are more enabling for women through 
H[DPLQDWLRQRI³WKHZD\VLQZKLFKWKHVWUXFWXUHDQGFXOWXUHRIWKH
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RUJDQL]DWLRQSUHVHQWEDUULHUVWRWKHLUVXFFHVV´SLQVWHDGRIEODPLQJWKH
struggles of women on their own inadequacies. 
 
Summary  
The importance of the study of the community college presidency has been 
addressed in this review of the literature. Community colleges educate nearly half of 
all students in higher education. With the majority of presidents, upper-level 
administrators and faculty nearing retirement, community colleges are in the midst of 
a serious leadership shortage, at the very least, and potentially a leadership crisis. 
The community college presidency is changing nationwide to meet 21st century 
challenges of higher education, requiring a different set of traits, skills, and abilities 
for effective leadership. Community colleges must be proactive in preparing new 
leaders as the president of a community college has more influence on 
organizational change than at four-year institutions because of the unique 
environment. 
The AACC has recognized that the availability and development of well-
SUHSDUHGOHDGHUVLVLPSHUDWLYHWRFRPPXQLW\FROOHJHV¶VXFFHVVDQGKDVEHHQ
proactive in developing a plausible framework to follow through its Leading Forward 
LQLWLDWLYHVZKLFKEHJDQLQ,QDVHWRIVL[³Competencies for Community 
College Leaders´ZHUHDSSURYHGE\WKH$$&&%RDUGRI'LUHFWRUVDQGLQWZR
additional studies were completed which examined how six university-based 
leadership programs aligned with the competency framework and how community 
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college and state grow-your-own leadership programs developed leaders from within 
current faculty and administrative ranks. 
Much of the leadership literature focused on trait theory with similar findings 
regarding the characteristics of effective leadership and agreement that a 
combination of many qualities are essential²both hard credentials such as 
knowledge, education, and experience, and soft skills such communication, 
collaboration, and understanding diversity. Leadership, which can be learned, is 
PRUHWKDQ³WUDQVDFWLRQDO´PDQDJHPHQW,WLV³WUDQVIRUPDWLRQDO´OHDGHUVKLSLQ
motivating and fully engaging followers to commit to a unified vision. 
Professional career development has often been haphazard and more of an 
individual pursuit after attaining a leadership position. There has been a lack of a 
clear model for leadership development. Components identified in the literature are 
education, past experiences, social interaction, and mentor relationships. All are 
essential in developing and sustaining leaders. The importance of mentoring is 
emphasized in the majority of publications on female administrators. Loneliness and 
isolation are widespread challenges for women who value interpersonal relations but 
may have benefited less from networking support systems than men. 
Current research reveals that the academic career pathway has always been 
and remains the most common route to the presidency, although some authors 
contend the paths are becoming more diversified. There is little research on why or 
how certain administrative career paths develop or what strategies might support 
unconventional pathways to the presidency. 
43 
 
Scant research exists on the professional career development of women in 
two-year colleges, although female presidents currently lead more than a quarter 
(28.8%) of community colleges nationwide. Despite some gains, females are still 
underrepresented in the presidency when compared to the number of female 
students and faculty in the community college system. The glass ceiling has been 
broken, nevertheless, women continue to spend an inordinate amount of time simply 
trying to survive in male-dominated environments. Eagly (2007, as cited in Martin, 
2007), a Northwestern University psychology department chair known for her 
research on the psychology of gender, used the term labyrinth as: 
A more accurate metaphor for the obstacles women encounter is a 
labyrinth--a series of complexities, detours, dead ends and unusual 
paths. This labyrinth includes sex discrimination, domestic 
UHVSRQVLELOLWLHVDQGVRPHWLPHVZRPHQ¶VRZQIDLOXUHWREHOLHYHLQ
themselves (p. 90). 
 
To enhance gender equality in the workplace, Eagly and Wellesley College 
psychology professor, Carli, concluded that change must occur in the culture, the 
organization, the family and the individual (Martin, 2007). Although the literature 
clearly supports that women are capable leaders, the impact of gender should be 
sWXGLHGWRHQVXUHHTXLW\LQSUHSDUDWLRQDORQJERWKZRPHQ¶VDQGPHQ¶VFDUHHUSDWKV
as gender differences have been noted as the most difficult to overcome. 
In summary, the review of literature identified the need to study leadership 
traits, competencies, and gender differences in the community college presidency. It 
is essential to assist all leaders, regardless of gender, in becoming well-prepared for 
the complex, changing presidency at a time when community colleges are 
experiencing an unparalleled leadership shortage. 
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CHAPTER 3.  METHODOLOGY 
 
Overview 
The review of literature revealed a changing community college presidency as 
well as a potential leadership shortage. Leadership is essential in determining the 
effectiveness of community colleges, and the need to develop community college 
leadership has become an urgent public policy issue (Community College 
Leadership Development Initiative, 2000). The purpose of this study was to: (1) 
develop a profile of characteristics and competencies of current male and female 
community college presidents; (2) determine whether significant gender differences 
exist in these attributes or in their views of the development of transformational 
leadership skills through the Competencies for Community College Leaders 
delineated by AACC; and (3) contribute to the existing body of knowledge related to 
leadership. 
Based on the objectives of this study, the following research questions were 
addressed: 
1. What are the background characteristics of current community college 
presidents? Specifically, how do current community college presidents differ 
by age, gender, and race? 
 
2. How do current male and female community college presidents differ in terms 
of formal educational preparation, career pathways, and leadership 
development outside of formal education? 
 
3. Among current community college presidents, are there statistically significant 
gender differences in formal educational preparation, leadership development 
outside of formal education, and career pathways? 
 
4. Are there statistically significant gender differences in the perception of the 
greatest challenges facing current community college presidents? 
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5. How do current male and female community college presidents differ in their 
perception of their preparation to practice the leadership skills embedded in 
WKH$$&&¶VCompetencies for Community College Leaders when they 
assumed their first presidencies? 
 
6. Are there statistically significant gender differences in current community 
FROOHJHSUHVLGHQWV¶SHUFHSWLRQRIWKHLUSUHSDUDWLRQWRSUDFWLFHWhe leadership 
VNLOOVHPEHGGHGLQWKH$$&&¶VCompetencies for Community College 
Leaders when they assumed their first presidencies? 
 
7. 'RFXUUHQWFRPPXQLW\FROOHJHSUHVLGHQWV¶EDFNJURXQGLQIRUPDWLRQOHDGHUVKLS
preparation outside of formal education, educational programs in the highest 
GHJUHHHDUQHGDQGUDWLQJVRISUHSDUDWLRQLQWKH$$&&¶VCompetencies for 
Community College Leaders relate to a likelihood of well-prepared community 
college presidents? 
 
 
Survey Instrument 
 In order to address these research questions, an electronic questionnaire, 
The Community College Presidency: Demographics and Leadership Preparation 
Survey, was developed to function as the survey instrument for the target 
population. The purpose of conducting the survey was to analyze a sample of 
current community college presidents to draw inferences based on background 
characteristics, professional development, competencies, and leadership skills of the 
total population of individuals serving as community college presidents. Because this 
study intended to contribute to an existing body of knowledge about community 
college presidents, an original survey instrument was created so that new data could 
be collected from the target population, especially as it relates to background 
characteristics, educational and leadership preparation, career pathways, faculty, 
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staff, and public relations, and perceptions about the AACC Competencies for 
Community College Leaders (2005).  
 The Community College Presidency: Demographics and Leadership 
Preparation Factors Survey was conducted in 2007 by a group of researchers in the 
Department of Educational Leadership and Policy Studies (ELPS) at Iowa State 
University (ISU). The principal investigators were doctoral students working under 
the direction of Larry Ebbers, University Professor, and Frankie Santos Laanan, 
Associate Professor, Department of Educational Leadership and Policy Studies. The 
Iowa State University Center for Survey Statistics and Methodology (CSSM) was 
contracted to implement the data collection for the survey. This research study was 
one of three parts of an overall study on community college leadership conducted in 
conjunction with doctoral students Duree and Schmitz. 
 
Design and sampling 
 The survey instrument was developed based on a review of the literature and 
existing survey instruments used to study the community college presidency 
(American Council on Education, 2006; Crittenden; 1997; McFarlin, 1997; Weisman 
& Vaughan, 2006). Dichotomous responses, open-ended responses, numerical 
scales, and Likert-type rating scales were used to measure the responses to the 
VXUYH\LWHPVHJ³QRWSUHSDUHG´WR³YHU\SUHSDUHG´³QRWFKDOOHQJLQJ´WR³YHU\
FKDOOHQJLQJ´ 
 The survey instrument consisted of 40 items classified into seven major 
sections: (1) professional and personal information; (2) career pathways; (3) 
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educational background; (4) leadership preparation; (5) faculty, staff, and public 
relations; (6) research and publications; and (7) competencies for community college 
leaders. Two additional questions asked respondents to rate their level of 
preparation for their first community college presidency and their current level of 
satisfaction. The final two open-ended questions asked respondents to list three 
outstanding community college presidents from within their state and to indicate 
what they wished they had done differently to prepare for community college 
leadership. 
 The principal investigators applied for and received project approval from the 
ISU Institutional Review Board (see Appendix B-1). Drafts of the survey instrument 
were reviewed externally by two prominent researchers in community college 
leadership, and their constructive comments resulted in changes to several survey 
questions. The survey was also pilot-tested with seven community college 
presidents to evaluate the format, estimated time of completion, and face validity. 
The respondents upheld face validity of the instrument, indicating that the questions 
were believed to measure what the instrument claimed to measure. The survey 
instrument also received the endorsement of George Boggs, the president and CEO 
of AACC (see Appendix B-2). A copy of the final survey instrument is shown in 
Appendix C. 
The principal investigators finalized the project design with the CSSM staff. 
The project was implemented as a Web survey with both hard copy and e-mail 
notification. The sample was comprised, as much as possible, of the current chief 
executives of all community colleges in the United States.  
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Population 
The population for this study was provided by the American Association of 
Community Colleges. While the information received by the Center contained 1,309 
listings of community college presidents, 197 were removed as ineligible. The 197 
ineligible listings consisted of school districts, department of education 
administrators, 4-year colleges and universities, and duplicate listings. Schools with 
interim administrators were also classified as ineligible by the principal investigators. 
The final sample consisted of 1,112 potentially eligible community college chief 
executives. 
 
Data Collection Procedures 
The survey questions were compiled by the principal investigators and were 
finalized in consultation with Center staff. The questions were programmed for Web 
application and tested by Center staff. The researchers also tested the Web survey 
instrument prior to implementation. To ensure the integrity of the survey and its 
results, unique usernames and passwords were assigned to each individual in the 
sample, and both the survey and the data were stored on a secure server. 
On Friday, July 13, 2007, Center staff sent letters via postal mail to each of 
the 1,112 individuals in the sample to notify them of the study and invite them to 
participate. These letters were printed on ELPS letterhead with the signatures of 
Drs. Ebbers and Laanan. On Monday, July 16, e-mails containing identical 
information were sent to the 1,112 individuals in the sample. Both the letter and 
email contained complete instructions for accessing the Web survey online, 
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including the assigned username and password; and the e-mail contained a live link. 
A toll-free number was also provided in each letter and e-mail to enable respondents 
to call if they had questions. Throughout the data collection period, questions or 
comments were received and addressed by Center staff via phone and e-mail. 
Three reminder e-mails were sent to non-respondents at spaced intervals during the 
next four weeks. Contact dates are listed below: 
July 13, 2007 Letter notification 
July 16, 2007 E-mail notification 
July 24, 2007 E-mail reminder 1 
August 2, 2007 E-mail reminder 2 
August 10, 2007 E-mail reminder 3 (Final) 
Surveys were completed from July 16, 2007, until August 21, 2007. There were 391 
surveys totally completed. Twenty-four partially completed surveys were included in 
the final data set at the request of the principal investigators, bringing the total to 
415. 
Data were cleaned and compiled in an Excel file. A coding manual was 
developed that identified variable names and response codes for the survey. Open 
text responses were recorded in a separate Excel file. In addition, a file was created 
for the Case IDs of survey respondents who were identified as outstanding 
Community College Presidents in question 39 of the survey. These files were 
delivered on September 7, 2007. 
.
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Sampling 
Of the 1,112 schools in the sample, 26 were classified as ineligible, bringing 
the eligible sample to 1,086. Seven of the ineligible schools indicated that they were 
not community colleges, and the others were directed by interim administrators. 
There were 8 cases in which the chief administrators were out of the office for an 
extended portion of the summer and could not be reached. This was understandable 
given the summertime data collection period. There were 12 cases that contacted 
CSSM to refuse participation and 635 cases that did not respond. Sixteen cases 
were partially completed, but there was not enough information provided to justify 
including them in the data set. There were 24 partially completed cases that did 
provide sufficient information to be included, as well as 391 totally completed cases, 
bringing the total number of acceptable completions to 415. The final response rate 
based on an eligible sample of 1,086 was 38.2% (Table 3.1).  
 
Table 3.1. Eligible sample and response rate 
The Community College Presidency: Demographics and Leadership Preparation Factors Survey 
 
           Cases 
Sample           1,112 
 Not Eligible               26 
Eligible Sample          1,086 
 Unreachable                8 
 No Response/Refused           647 
 Partial ± Not Included             16 
 Completed Surveys           415 
Response Rate           38.2% 
Source: A Survey of Community College Presidents Methodology Report, Iowa State University Center for 
Survey Statistics & Methodology, September 18, 2007. 
 
51 
 
Reported sample percentages are statistically valid within  4.9% at the 95% 
confidence level. For example, if 50% of the respondents answer a certain question 
affirmatively, the true percentage in the overall population has a 95% chance to be 
between 45.1% and 54.9%. 
 
Data Analysis 
 Descriptive and inferential statistics were compiled to answer the research 
questions. 
 
Descriptive statistics 
 A quantitative research design was employed for this study. Data analyses 
were conducted using the Statistical Package for Social Sciences® (SPSS) for 
Windows®, Release 14.0. A descriptive statistical analysis including frequency 
counts was employed to answer the 1st, 2nd, and 5th research questions. 
 Research questions 3, 4 and 6 were addressed by cross-tabulations and 
independent-samples t-tests executed for the mutually exclusive comparative groups 
of gender, male and female. An independent-samples t-test compares sample 
PHDQVWRGHWHUPLQHZKHWKHU³WKHUHLVVXIILFLHQWHYLGHQFHWRLQIHUWKDWWKe means of 
WKHFRUUHVSRQGLQJSRSXODWLRQGLVWULEXWLRQVDOVRGLIIHU´*HRUJH	0DOOHU\S
134). The researcher used a two-WDLOHGWHVWZKLFK³H[DPLQHVZKHWKHUWKHPHDQRI
one distribution differs significantly from the mean of the other distribution, 
UHJDUGOHVVRIWKHGLUHFWLRQSRVLWLYHRUQHJDWLYHRIWKHGLIIHUHQFH´*HRUJH	
Mallery, p. 135). The significant value was determined by p < .05 and/or p < .01. 
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Multivariate statistics 
 Research questions 6 and 7 were addressed by Exploratory Factor Analysis 
(EFA) to reduce the factors under each of the six domains of the Competencies for 
Community College Leaders, and create composite variables used as constructs for 
further analyses. A cutoff of 0.55 was used to interpret and identify factors. To the 
beVWRIWKLVUHVHDUFKHU¶VNQRZOHGJH'XUHHKDVFRQGXFWHGWKHRQO\
quantitative analysis that validated the AACC competencies. A wealth of qualitative 
data, providing a broad picture of the competencies, which were refined and 
contextualized to fit more closely with the community college environment, can be 
found at http://www.ccleadership.org/pdfs/ACT_report.pdf (Vincent, 2004). In the 
current study all but two of the competency variables loaded satisfactorily under the 
domains to which they had been assigned by AACC. Two variables originally under 
the collaboration domain were extracted into a seventh factor, which the researcher 
named cultural diversity. The Exploratory Factor Analysis yielded seven composite 
variables: (1) organizational strategy preparation, (2) resource management 
preparation, (3) communication preparation, (4) collaboration preparation, (5) 
cultural diversity preparation, (6) community college advocacy preparation, and (7) 
professionalism preparation (Table 3.2). 
 An Exploratory Factor Analysis was conducted by this researcher to answer 
question 4 by using principal components extraction and oblique rotations among 
challenges faced by community college presidents (survey question 25), and the 
resulting factor pattern was examined. The researcher determined that a factor 
loading less than 0.65 would be inadequate to measure composite variables. The 
53 
 
Table 3.2. Exploratory factor analysis results for AACC competencies for 
community college leaders 
 
 Variable    N = 415            Factor Loading   
         
Organizational Strategy (Į = .773)       
  Use data-driven decision making practices   0.764  
  Use a systems perspective     0.739  
  Align organizational mission, structures, and resources  0.709  
  Maintain and grow college personnel, fiscal resources, and assets 0.654  
  Develop, implement, and evaluate strategies to improve quality  0.616  
  Develop a positive environment     0.612  
         
Resource Management (Į = .842)       
  Develop and manage resources consistent with the college master plan 0.788  
  Support operational decisions by managing information resources 0.755  
  Implement financial strategies     0.728  
  Ensure accountability in reporting    0.666  
  Implement a human resources system    0.661  
  Manage conflict and change     0.657  
  Employ organizational, time management, planning, and delegation skills 0.653  
  Take an entrepreneurial stance     0.628  
         
Communication (Į = .797)        
  Create and maintain open communication    0.760  
  Effectively convey ideas and information to all constituents  0.755  
  Project confidence and respond responsibly and tactfully  0.754  
  Listen actively to understand, analyze, engage, and act  0.703  
  Disseminate and support policies and strategies   0.688  
  Articulate and champion shared mission, vision and values   0.576   
    
Collaboration (Į = .790)    
  Develop, enhance, and sustain teamwork and cooperation  0.809  
  Facilitate shared problem solving and decision-making  0.750  
  Manage conflict and change  0.744  
  Work effectively and diplomatically  0.571  
  Involve students, faculty, staff, and community members  0.566  
  Establish networks and partnerships  0.548  
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Table 3.2. (Continued). 
 
Variable  Factor Loading  
    
Cultural Diversity (Į = .717)        
  Demonstrate cultural competence in a global society   0.865  
  Embrace and employ diversity     0.824  
         
Community College Advocacy (Į = .851)       
  Promote equity, open access, teaching, learning, and innovation  0.810  
  Demonstrate commitment to the mission and student success  0.789  
  Represent the community college in a variety of settings  0.781  
  Advocate the community college mission to all constituents  0.775  
  Advance lifelong learning and support a learning-centered environment 0.737  
  Value and promote diversity, inclusion, equity, and academic excellence 0.660  
         
Professionalism (Į = .851)        
  Use influence and power wisely    0.774  
  Weigh short-term and long-term goals in decision making  0.689  
  Support lifelong learning for self and others   0.686  
  Understand the impact of perceptions, world views, and emotions 0.669  
  Demonstrate courage to take risks, make decisions, and accept responsibility 0.668  
  Regularly self-assess one's own performance   0.666  
  Promote and maintain high standards    0.647  
  Manage stress through self-care, balance, adaptability, flexibility, and humor 0.603  
  Demonstrate transformational leadership    0.588  
  Contribute to the profession through professional development  0.579  
  Demonstrate understanding of history, philosophy, and culture   0.478   
 
 
exploratory factor analysis yielded two composite variables (Table 3.3). The first is 
WKHFROODERUDWLYHSDUWQHUVKLSVFRQVWUXFWZLWKWKUHHYDULDEOHVGLVSOD\LQJD&URQEDFK¶V
alpha reliability rating of .698. Second, the resource development construct was 
created with three variables demonstrating an alpha reliability rating of .607. A third 
IDFWRUZLWKD&KURQEDFK¶VDOSKDUHOLDELOLW\UDWLQJRIZDVGHHPHGLQDGHTXDWHE\
the researcher and was not used in the independent samples t-test. 
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Table 3.3. Exploratory factor analysis results for challenges facing current 
community college presidents  
 
 Variable N = 415           Factor Loading   
         
Collaborative Partnerships (Į = .698)      
  Economic and Workforce Development    0.790  
  Community Involvement     0.782  
  Diversity       0.708  
         
Resource Development (Į = .607)      
  Fundraising      0.876  
  Legislative Advocacy     0.659  
  Enrollment      0.630  
         
Public Relations (Į = .443)       
  Board Relations      0.876  
  Faculty Relations           0.663   
Note: Used with permission from Duree (2007).      
 
 
Sequential logistic regression 
 To answer question seven, the dependent variable preparation (survey 
TXHVWLRQZDVUHFRGHGIURPDVFDOHRIWR³YHU\ZHOOSUHSDUHG´WR
³XQSUHSDUHG´ WRDGLFKRWRPRXVYDULDEOHXVLQJDV³ZHOOSUHSDUHG´DQGDOORWKHU
UHVSRQVHVDV³XQSUHSDUHG´7KLVZDVVXSSRUWHGE\WKHOLWHUDWXUHUHYLHZZKLFK
revealed that females must be extremely self-confident and very well prepared to 
achieve a presidency, even more so than males. A sequential logistic regression 
analysis focused on the independent effects of the following variables on the 
recoded dependent preparation variable: gender, age, mentoring, highest degree 
earned, formalized leadership program, and ratings of preparation for the AACC 
Competencies for Community College Leaders. Variables were added to the 
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regression equation in three controlled blocks enabling more accurate comparisons 
of the unique effects of the independent variables in the prediction of how current 
community college presidents perceived their level of preparation for their first 
presidency. Table 3.4 provides the coding and scaling of the independent variables 
in the logistic regression model. 
 A conceptual drawing of the sequential logistic regression model is displayed 
in Figure 3.1. The model is based on transformational leadership theory and the 
AACC Competencies for Community College Leaders. The dependent variable, 
 
Table 3.4. Coding and scaling of the independent variables in the logistic 
regression model 
 
Independent Variables Coding/Scale 
       
Block 1: Background characteristics       
Gender Dichotomous: 1=Male; 2=Female 
Age at First Presidency Continuous    
       
Block 2: Leadership preparation and  
formal education variables    
Major Field of Study in Highest Degree 
(recoded) 1=K-12 administration    
 2=Higher education with other emphasis  
 
3=Higher education with community college leadership 
emphasis 
Formal Leadership Program Dichotomous: 1=Yes; 2=No   
Mentor-Protégé Relationship as Protégé Dichotomous: 1=Yes; 2=No   
       
Block 3: Preparation in AACC competencies - 
composite variables    
2UJDQL]DWLRQDO6WUDWHJ\Į  6 Items: 4-point scale: "not prepared" to "well prepared" 
5HVRXUFH0DQDJHPHQWĮ  8 Items: 4-point scale: "not prepared" to "well prepared" 
&RPPXQLFDWLRQĮ  6 Items: 4-point scale: "not prepared" to "well prepared" 
&ROODERUDWLRQĮ  6 Items: 4-point scale: "not prepared" to "well prepared" 
&XOWXUDO'LYHUVLW\Į  2 Items: 4-point scale: "not prepared" to "well prepared" 
&RPP&ROOHJH$GYRFDF\Į  6 Items: 4-point scale: "not prepared" to "well prepared" 
3URIHVVLRQDOLVPĮ  11 Items: 4-point scale: "not prepared" to "well prepared" 
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SUHVLGHQWV¶SHUFHLYHGOHYHORISUHSDUDWLRQUHODWHVWRWKHJXLGLQJSULQFLSOHVRI
transformational leadership in that leadership can be learned and learning 
leadership is a lifelong process influenced by personal and career maturity and other 
developmental processes. The independent variables were also established upon 
the principles that leadership can be learned and leadership gaps can be addressed 
through a variety of approaches including formal education, leadership programs, 
and mentoring. Based on this framework, background characteristics (i.e., gender 
and age at first presidency) were included in block one, formal education and 
leadership experiences were added in block two (i.e., major field of study, formal 
leadership program, and mentor relationships), and AACC competency composite 
factors (i.e., organizational strategy, resource management, communication, 
collaboration, cultural diversity, community college advocacy, and professionalism) 
were added in block three. The researcher hypothesized that these independent 
variables would relate to a likelihood of well-prepared community college presidents. 
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CHAPTER 4.  RESULTS 
 
This chapter provides the results of the analyses of data gathered in a survey 
of current community college presidents as of July 2007. The purpose of this study 
was to: (1) develop a profile of characteristics and competencies of current male and 
female community college presidents; (2) determine whether significant gender 
differences exist in these attributes or in their views of the development of 
transformational leadership skills through the Competencies for Community College 
Leaders delineated by AACC; and (3) contribute to the existing body of knowledge 
related to leadership. This chapter is organized based on the seven research 
questions and the order of the questions addressed in The Community College 
Presidency: Demographics and Leadership Preparation Factors Survey.  
 
Research Question 1 ± Demographics of Community College Presidents 
The first research question explored background characteristics of community 
college presidents. Participants were asked to provide information such as age, 
gender, and race in this section of the survey. Table 4.1 illustrates the background 
characteristics of the sample of community college presidents in this study. 
 
Gender 
 Approximately two-thirds of the 415 community college presidents who 
responded to the survey were male (n = 280, 68%), while approximately one-third 
(n =  132, 32%) were female. 
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Table 4.1. Demographics and formal education background of community  
 college presidents  
 
                 Frequencies         Percentage 
 Variable N = 415     Male Female Male Female 
        
Current Age       
  39 and Under   4 0 1.4 0.0 
  40 - 49    23 7 8.2 5.5 
  50 - 59     114 75 40.9 58.6 
  60 - 69    133 46 47.7 35.9 
  70 and Over   5 0 1.8 0.0 
        
Gender    280 132 68.0 32.0 
        
Race/Ethnicity       
  Native American   6 3 2.2 2.3 
  Asian/Pacific Islander  5 3 1.8 2.3 
  Black/African American  20 14 7.2 10.6 
  Hispanic/Latino   11 13 3.9 9.8 
  White    236 97 84.6 73.5 
  Other    1 2 0.4 1.5 
        
Marital Status       
  Single    4 14 1.4 10.6 
  Married or Living as Married  261 91 93.5 68.9 
  Divorced/Separated   11 22 3.9 16.7 
  Widowed   3 5 1.1 3.8 
        
Educational Background      
  PhD    116 59 41.6 44.7 
  EdD    121 59 43.4 44.7 
  Other    43 14 15.4 10.6 
        
Major Field of Study in Highest Degree Earned    
  Higher Education - CC Leadership Emphasis 94 63 33.6 47.7 
  Higher Education - Other Emphasis 72 34 25.7 25.8 
  K-12 Administration   8 3 2.9 2.3 
  Other Educational Field  47 23 16.8 17.4 
  Other Field of Study  54 11 19.3 8.3 
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Age 
The average age of both females and males was 58, with the majority 
(n =  189; 46%) of the community college presidents between the ages of 50 to 59. 
The ages of all respondents ranged from age 29 to age 73. The majority (94.5%; n = 
121) of the female community college presidents were between the ages of 50 to 69, 
while 88.6% (n = 247) of the males were within this range. None of the females were 
older than 69, and only 5.5% of the females were between the ages of 40 to 49 
versus 8.2% of males. No female respondents were younger than 40, but 1.4% of 
male respondents were 39 and under (one each aged 29, 34, 37, and 38). 
 
Race 
By race/ethnicity, the majority of all respondents were white (80.7%). 
White/Caucasian males represented the largest segment (n = 236, 56.9%) of all 
survey respondents, and White/Caucasian females represented a smaller segment 
(n = 97, 23.4%). However, females tended to be more ethnically diverse with over 
one-quarter (n = 35, 26.5%) of the females being non-white while approximately 
15.5% (n = 43) of male respondents were non-white. The female respondents were 
73.5% White/Caucasian (versus 84.6% of males), 10.6% Black/African American, 
9.8% Hispanic/Latino, 2.3% Native American, 2.3% Asian/Pacific Islander, and 1.5% 
other race/ethnicity. 
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Marital status 
 Cross-tabulation of current marital status by gender resulted in a much 
greater percentage of females (31.1%) being single, divorced/separated, or widowed 
than males (6.4%). Approximately 68.9% (n = 91) of females reported they were 
married or living as married, while 93.5% (n = 261) of males responded as married 
or living as married. A higher percentage of females (16.7%) were divorced or 
separated as males (3.9%), and more females (10.6%) were single than males 
(1.4%). 
 
Research Questions 2 & 3 ± Formal Educational Preparation,  
Career Pathways, and Leadership Development 
 
The second research question explored how current male and female 
community college presidents differed in terms of formal educational preparation, 
career pathways, and leadership development outside of formal education. Table 4.1 
also includes formal educational preparation results. The third research question 
explored statistically significant gender differences in the same areas as the second 
question using independent samples t-tests. The results of the two questions are 
grouped under the appropriate areas. 
 
Formal educational preparation 
 
Terminal degree 
The majority of survey respondents (87%) had an earned doctorate. 
Approximately 9 of 10 females (89.4%) had earned a doctorate, and slightly over 8 
of 10 males (85.0%) had earned the terminal degree. Females were evenly split 
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between the Ph.D. (44.7%) and Ed.D. (44.7%), while males tended to have earned 
the Ed.D. (43.4%) rather than the Ph.D. (41.6%). 
 
Field of study in highest degree earned 
Slightly over one-third of males (n = 94, 33.6%) reported their major field of 
study was higher education with a community college leadership emphasis, while 
almost half (n = 63, 47.7%) of females pursued this major. One in four males 
(25.7%) and females (25.8%) earned a degree in higher education with an emphasis 
different than community college leadership. Very few males (2.9%) or females 
(2.3%) held a degree in K-12 administration. A greater percentage of males (19.3%) 
than females (8.3%) held their highest degree in a field of study outside of 
education, higher education, or K-12 administration. 
Based on the results of an independent samples t-test, there was a 
statistically significant gender difference among major fields of study in the highest 
degree earned (Table 4.2). A significantly greater percentage of female community 
college presidents had earned majors in higher education with an emphasis on 
community college leadership, t(410)=-3.147, p=.002, two tailed. Since the critical 
value was found to be less than or equal to .01, the researcher concluded there was 
a significant difference. 
 
Number of years and positions in the community college presidency 
 Community college presidents who responded to the survey reported 
professional background information including current position title, number of 
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Table 4.2. Independent samples t-test for major field of study and  
 years in current position 
 
  t-test for Equality of Means 
    Sig. Mean Std. Error 
  Composite Variable t df (2-tailed) Difference Difference 
       
  Major Field of Study -3.147 410 0.002** -0.28355 0.09011 
       
  Years in Current Position 2.582 409 0.010** 0.29500 0.11400 
*p<.05, **p<.01, ***p<.001     
       
 
 
presidencies held including the current position, number of years in the present 
position, age at which they assumed their first college presidency, and self-
perception and perception of others as a transformational leader. The results are 
shown in Table 4.3. 
 Males and females held similar titles. Approximately 9 of 10 males (88.9%) 
DQGIHPDOHVZHUHJLYHQWKHWLWOH³3UHVLGHQW´DWWKHLUFXUUHQWLQVWLWXWLRQ$
VPDOOQXPEHURIPDOHVDQGIHPDOHVZHUHKLUHGDV³&KDQFHOORU´ZKLFK
is defined in Chapter 1 as an administrator with executive authority over a multi-
FDPSXVV\VWHP2WKHUZULWWHQUHVSRQVHVLQFOXGHG³&DPSXV3UHVLGHQW´³&KLHI
([HFXWLYH2IILFHU´³&DPSXV3URYRVW´³3URYRVW´DQGDVLQJOH³&RPPDQGDQW´ 
Approximately two-thirds of the females (66.7%) who responded to the survey 
were in their first presidency. A greater percentage of females were holding their first 
presidency than the males (62.4%); however, a larger percentage of females (2.3%) 
versus males (0.7%) had held five or more presidencies. A greater proportion of 
males (28.0%) versus females (23.5%) were in their second presidency, while there 
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Table 4.3. Number of years and positions in the community college  
presidency 
 
                 Frequencies         Percentage 
 Variable N = 415     Male Female Male Female 
        
Current Positions       
  President   248 121 88.9 91.7 
  Chancellor   21 8 7.5 6.1 
  Vice Chancellor   1 0 0.4 0.0 
  Other    9 3 3.2 2.3 
        
Number of Presidencies Held Including Current Position   
  One    174 88 62.4 66.7 
  Two    78 31 28.0 23.5 
  Three    18 7 6.5 5.3 
  Four    7 3 2.5 2.3 
  Five or More   2 3 0.7 2.3 
        
Number of Years in Present Position     
  1 to 2    57 44 20.4 33.3 
  3 to 5    80 35 28.7 26.5 
  6 to 10    75 29 26.9 22.0 
  More than 10   67 24 24.0 18.2 
        
Age When Beginning First Presidency     
  29 and Under   4 0 1.4 0.0 
  30 - 39    36 8 12.9 6.2 
  40 - 49    111 54 39.9 41.9 
  50 - 59    112 63 40.3 48.8 
  60 - 69    15 4 5.4 3.1 
        
Perception of Self As Transformational Leader    
  Yes    230 113 82.4 85.6 
  No    18 1 6.5 0.8 
  Unsure    31 18 11.1 13.6 
        
Do Others Perceive You As A Transformational Leader?   
  Yes    207 92 73.9 69.7 
  No    10 0 3.6 0.0 
  Unsure    63 40 22.5 30.3 
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was little difference between the percentages of males and females who held three 
or four positions. 
Based on the results of an independent samples t-test, there was a 
statistically significant gender difference in number of years in the current position 
(Table 4.2). Female community college presidents served fewer years in their 
current positions, t(409)=2.582, p=.01, two-tailed. Since the critical value was found 
to be less than or equal to .01, the researcher concluded there was a significant 
difference. Approximately three-fifths of females (59.8%) had served five years or 
less, while less than half of males (49.1%) reported serving that period of time. Over 
half of the males (50.9%) had served six or more years as presidents, while slightly 
more than two-fifths of females (40.2%) had served that long. 
The majority of presidents began their first presidencies between the ages of 
50 to 59. Almost half of males (48.8%) and two-fifths of females (40.3%) began their 
first presidential position between ages 50 to 59. Approximately two-fifths of males 
(39.9%) and females (41.9%) began between the ages of 40 to 49. Males tended to 
have become presidents at a younger age, with 14.3% of males having started at 
age 39 or under. Only 6.2% of females began between the ages of 30 to 39, 
whereas no females began before the age of 30. 
A greater percentage of females (85.6%) considered themselves 
transformational leaders than their male (82.4%) counterparts. Less than 1% of 
females (0.8%) responded that they did not consider themselves transformational, 
while 6.5% of males did not think of themselves as transformational. A greater 
percentage of males (73.9%) than females (69.7%). thought that others perceived 
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them as transformational leaders. A higher percentage of females (30.3%) than 
males (22.5%) were unsure whether co-workers thought of them as transformational 
leaders. 
 
Career pathways and reasons for becoming president 
 Community college presidents were asked questions regarding their career 
pathways and reasons for becoming community college presidents. Table 4.4 lists 
the results for survey questions regarding career pathways, Table 4.5 outlines the 
average number of years in various career tracks, and Table 4.6 shows reasons for 
becoming a community college president. 
 The majority of presidents, both male (83%) and female (84.6%) held 
positions as academic administrators, provosts/campus presidents, or central office 
administrators prior to their first presidency. Over half of the females (50.8%) and 
slightly less than half of the males (46.4%) worked in academic administration, the 
most popular career pathway for both males and females. A greater proportion of 
females (13.8%) versus males (10.5%) held provost or campus president positions. 
Very few males (0.4%) or females (0.8%) worked in K-12 administration before 
becoming a community college president.  
 Over two-thirds of males (67.7%) and over three-fifths of females (61.0%) had 
taught either full-time or part-time in a community college setting. A greater 
percentage of females (27.5%) versus males (15.8%) responded that they had 
taught both full-time and part-time. The majority of males (76.2%) and females 
(82.5%) were not currently teaching at the time of the survey. 
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Table 4.4. Career pathways of community college presidents 
 
                 Frequencies      Percentage 
 Variable N = 415     Male Female Male Female 
        
Position Prior to First Presidency     
  Academic Administration  128 66 46.4 50.8 
  Provost/Campus President  29 18 10.5 13.8 
  Student Affairs   25 10 9.1 7.7 
  Economic and Workforce Development 9 2 3.3 1.5 
  K-12 Administration   1 1 0.4 0.8 
  Central Office Administration  72 26 26.1 20.0 
  Other    12 7 4.3 5.4 
        
Have Taught in Community College Setting     
  Yes (Full-time)   84 37 30.1 28.2 
  Yes (Part-time)   105 43 37.6 32.8 
  Yes (Full-time and Part-time)  44 36 15.8 27.5 
  No    46 15 16.5 11.5 
        
Currently Teaching in Any Setting     
  Community College   35 7 13.4 5.6 
  Other Higher Education  24 8 9.2 6.3 
  Other     3 7 1.1 5.6 
  Not Currently Teaching  199 104 76.2 82.5 
 
 
 
Table 4.5. Average number of years in career tracks prior to first  
presidency 
 
            Mean 
  Variable     N = 415         Male Female 
        
  Community College Academics   11.38 12.72 
  Other Community College Positions   12.82 11.25 
  Other Positions in Education (Outside of Community College)** 10.11 7.46 
  Other Positions Outside of Education*     7.76 4.72 
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Table 4.6. Reasons for becoming a community college president  
 
                 Frequencies         Percentage 
  Variable      N = 415     Male Female Male Female 
        
Salary/Compensation      
        
  Not Important   25 18 8.9 13.6 
  Somewhat Important  89 36 31.8 27.3 
  Important   126 56 45.0 42.4 
  Very Important   38 22 13.6 16.7 
        
Personal Satisfaction      
        
  Not Important   2 1 0.7 0.8 
  Somewhat Important  7 6 2.5 4.5 
  Important   49 18 17.5 13.6 
  Very Important   220 107 78.6 81.1 
        
Professional Challenge      
        
  Not Important   1 1 0.4 0.8 
  Somewhat Important  3 2 1.1 1.5 
  Important   34 16 12.1 12.1 
  Very Important   240 113 85.7 85.6 
        
To Make a Difference      
        
  Not Important   1 1 0.4 0.8 
  Somewhat Important  3 1 1.1 0.8 
  Important   28 9 10.0 6.8 
  Very Important   246 121 87.9 91.7 
        
Mentor's Encouragement      
        
  Not Important   37 12 13.2 9.1 
  Somewhat Important  69 22 24.6 16.7 
  Important   92 45 32.9 34.1 
  Very Important   77 51 27.5 38.6 
 
 
 
70 
 
 Respondents were asked how many years they had spent in various career 
tracks prior to their first presidency. As shown in Table 4.5, the four variables were 
community college academics, other community college positions, other positions in 
education, and other positions outside of education. Overall, presidents averaged 
the highest number of years in community college positions outside of academics. 
By gender, females who responded averaged more years in the community college 
academic track (M = 12.72) versus other community college positions (M = 11.25). 
Males averaged a greater number of years in other community college positions 
outside academics (M = 12.82) than in a community college academic track (11.38). 
Females averaged the fewest years outside of education (M = 4.72) but this was 
also the lowest average for males (M = 7.76).  
 In terms of reasons for becoming community college presidents, respondents 
were asked to rank the importance of salary/compensation, personal satisfaction, 
SURIHVVLRQDOFKDOOHQJHWRPDNHDGLIIHUHQFHDQGPHQWRU¶VHQFRXUDJHPHQWRUWROLVW
other reasons. To make a diIIHUHQFHZDVUDQNHG³YHU\LPSRUWDQW´RU³LPSRUWDQW´E\
98.5% of females and 97.9% of males. Professional challenge was a close second 
FKRLFHZLWKRIIHPDOHVDQGRIPDOHVVHOHFWLQJWKLVDV³YHU\LPSRUWDQW´
RU³LPSRUWDQW´3HUVRQDOVDWLVIDFWLRQwas the third highest response with 94.7% of 
IHPDOHVDQGRIPDOHV0HQWRU¶VHQFRXUDJHPHQWWHQGHGWREHPRUHLPSRUWDQW
for females than males with 72.7% of females and 60.4% of males citing this as 
³YHU\LPSRUWDQW´RU³LPSRUWDQW´6DODU\FRPSHQVDWLRQwas least important for both 
males and females. 
71 
 
Leadership development and preparation 
 Survey respondents were asked to identify the importance of different peer 
networks in preparation for their first presidency, indicate participation in Grow Your 
Own Leadership (GYOL) programs on their present campuses and participation in 
leadership development and mentor-protégé relationships (Tables 4.7 ± 4.9). Table 
4.10 displays the results of the independent samples t-test on the leadership 
development and mentor-protégé relationships variables. 
 More female than male community college presidents participated in 
leadership programming both prior to and after assuming their first presidency. 
Almost three-fourths of females (74.0%) participated in a leadership program before 
first becoming a president, while less than half of males (49.3%) participated prior to 
their first presidency. Over two-fifths of females (41.7%) and more than one-third of 
males (37.4%) participated after becoming a president. Over two-fifths of males 
(62.6%) had not participated in any leadership programs after assuming their first 
presidency.  
 Ranking the importance of peer networks in preparation for their first 
presidency, over three out of four males (75.8%) and about four out of five females 
(82.1%) chose previous community college co-workers as important or very 
important. The second highest ranking of peer networks as important or very 
important was business networks for females (60.6%) with social networks as third 
choice for females (56.3%). Second choice for males was social networks (54.3%) 
with slightly over half having chosen business networks (51.1%). Of lesser  
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Table 4.7. Community college president development and leadership  
 preparation 
 
                 Frequencies         Percentage 
  Variable     Male Female Male Female 
        
Participated in leadership program prior to  
first presidency   
  Yes    137 97 49.3 74.0 
  No    141 34 50.7 26.0 
        
Participated in leadership program after  
assuming first presidency  
  Yes    104 55 37.4 41.7 
  No    174 77 62.6 58.3 
        
Importance of peer networks in preparation  
for first presidency   
  Graduate program cohort      
    Not Important   141 63 52.0 49.2 
    Somewhat Important  54 34 19.9 26.6 
    Important   49 19 18.1 14.8 
    Very Important   27 12 10.0 9.4 
        
  Graduate program faculty      
    Not Important   105 48 38.7 37.5 
    Somewhat Important  60 25 22.1 19.5 
    Important   61 32 22.5 25.0 
    Very Important   45 23 16.6 18.0 
        
  Previous co-workers at community colleges    
    Not Important   36   6 13.0 4.7 
    Somewhat Important  31 17 11.2 13.3 
    Important   91 39 33.0 30.5 
    Very Important   118 66 42.8 51.6 
        
  Social networks       
    Not Important   48 17 17.4 13.3 
    Somewhat Important  78 39 28.3 30.5 
    Important   103 49 37.3 38.3 
    Very Important   47 23 17.0 18.0 
        
  Business networks       
    Not Important   67 19 24.6 15.0 
    Somewhat Important  66 31 24.3 24.4 
    Important   78 38 28.7 29.9 
    Very Important   61 39 22.4 30.7 
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Table 4.8. Grow Your Own Leadership (GYOL) programs  
 
                            Frequencies         Percentage 
 Variable N = 415     Male Female Male Female 
        
Participated in GYOL program in preparation for first presidency   
  Yes    36   16 12.9 12.4 
  No    243 113 87.1 87.6 
        
Current community college participates in GYOL program   
  Yes    121   63 43.7 47.7 
  No    156   69 56.3 52.3 
        
Targeted GYOL participants on my present campus    
  Top Administration (Vice Presidents/Deans) 76   38 27.6 28.8 
  Mid-Level Academic Managers (Dept. Chairs) 38   16 13.8 12.1 
  Mid-Level Managers or Directors 5     8 1.8 6.1 
  Faculty    0     1 0 0.8 
  No GYOL Program   156   69 56.7 52.3 
        
What is your personal involvement     
  Broad Oversight   75   38 27.4 28.8 
  Primary Decision-Maker  8   10 2.9 7.6 
  Presenter   21   13 7.7 9.8 
  No Personal Involvement  14     2 5.1 1.5 
  No GYOL Program   156   69 56.9 52.3 
 
 
importance were graduate program faculty for both males (39.1%) and females 
(43.0%) while the graduate program cohort was of least importance for both males 
(28.1%) and females (24.2%). 
 Grow Your Own Leadership (GYOL) programs were not common preparation 
experiences for the first presidency. Only one out of ten males (12.9%) and females 
(12.4%) participated in GYOL programs before becoming presidents, and over half 
of the community colleges represented by the current presidents did not have GYOL 
programs. A slightly higher percentage of community colleges with female 
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Table 4.9. Leadership development and mentor-protégé relationships  
 
                                           Frequencies          Percentage 
 Variable N = 415     Male Female Male Female 
Participated in a mentor-protégé relationship as a protégé   
  Yes    118 87 42.1 66.4 
  No    162 44 57.9 33.6 
Periods in career participating in mentor protégé relationship   
  During Undergraduate Studies  10 6 3.6 4.6 
  During Graduate Studies  36 24 12.9 18.5 
  During First Five Years  21 12 7.5 9.2 
  During Second Five Years of Career 29 22 10.4 16.9 
  Other    21 22 7.5 16.9 
  Did Not Participate as a Protégé 162 44 58.1 33.8 
Mentor-protégé experience - Formal or informal    
  Formal    19 13 6.8 9.9 
  Informal    98 74 35.1 56.5 
  Did Not Participate as a Protégé 162 44 58.1 33.6 
Mentor-protégé experience - Who established relationship   
  Mentor Approached by Protégé 53 35 19.1 28.0 
  Protégé Approached by Mentor 62 46 22.4 36.8 
  Did Not Participate as a Protégé 162 44 58.5 35.2 
Setting of mentor-protégé experience     
  During Graduate Program  15 4 5.4 3.1 
  During Community College Employment 65 60 23.3 45.8 
  Both    22 15 7.9 11.5 
  Somewhere Else   15 8 5.4 6.1 
  Did Not Participate as a Protégé 162 44 58.1 33.6 
Participated in more than one mentor-protégé relationship as protégé  
  Yes    64 61 23.0 46.9 
  No    52 25 18.7 19.2 
  Did Not Participate as a Protégé 162 44 58.3 33.8 
Participating in mentor-protégé relationship as a mentor   
  Yes, Informally Mentoring  182 91 65.7 70.0 
  Yes, Formally Mentoring  48 31 17.3 23.8 
  No    47 8 17.0 6.2 
Number of female mentors      
  1    29 24 10.4 18.2 
  2    18 23 6.4 17.4 
  3 - 5    2 10 0.7 7.6 
  None    162 44 57.9 33.3 
Number of male mentors      
  1    44 24 15.7 18.2 
  2    35 31 12.5 23.5 
  3 - 5    31 25 11.1 19.0 
  Over 5    3 2 1.2 1.6 
  None    162 44 57.9 33.3 
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Table 4.10 Independent samples t-test for leadership development and  
mentor-protégé relationships 
 
   t-test for Equality of Means 
     Sig. Difference 
Variable   t df (2-tailed) Mean Std. Error 
      
Participated in a mentor-protégé relationship as a protégé 4.696 409   0.000*** 0.243 0.052 
  
Periods in career participating in mentor protégé relationship 3.870 407   0.000*** 1.034 0.267 
   
Mentor-protégé experience - formal or informal 4.695 408   0.000*** 1.500 0.319 
  
Mentor-protégé experience - who established relationship 4.341 400   0.000*** 1.486 0.342 
    
Setting of mentor-protégé experience 4.654 408   0.000*** 1.395 0.300 
 
Participated in more than one mentor-protégé relationship  
as protégé 4.954 406   0.000*** 1.705 0.344 
  
Participating in mentor-protégé relationship as a mentor 1.977 405 0.049* 0.151 0.076 
*p<.05, **p<.01, ***p<.001     
 
 
presidents (47.7%) versus male presidents (43.7%) participated in GYOL programs. 
The highest percentages of programs were targeted towards top administrators with 
27.6% for institutions with male presidents and 28.8% for institutions with female 
presidents. A very small percentage of programs were targeted towards faculty 
(0.8%) for institutions with female presidents, while no male presidents (0.0%) 
reported programs targeted towards faculty. Over a quarter of males (27.4%) and 
females (28.8%) responding provided broad oversight to their GYOL programs. 
Slightly higher percentages of females were involved as presenters (9.8%) or 
primary decision-makers (7.6%). A greater percentage of males (5.1%) than females 
(1.5%) reported no personal involvement.  
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 Almost two out of three female presidents (66.4%) reported having mentors, 
while just two out of five male presidents (42.1%) stated they had participated in a 
mentor-protégé relationship as a protégé. A majority of these experiences were 
informal for males (35.1%) as well as females (56.5%) with less than 10% being 
classified formal for males (6.8%) and females (9.9%). Most commonly the protégé 
was approached by the mentor for both males (22.4%) and females (36.8%), 
although females (28.0%) tended to be more comfortable approaching a mentor to 
establish the relationship than males (19.1%).  
Female respondents (18.5%) as well as male respondents (12.9%) were most 
likely to participate in mentor-protégé relationships during their graduate studies and 
least likely to participate during their undergraduate studies for both males (3.6%) 
and females (4.6%). The mentor-protégé relationships tended to most likely be 
established during community college employment, chosen by 23.3% of males and 
45.8% of females. Males were least likely to establish mentor-protégé associations 
during graduate programs (5.4%) or somewhere else (5.4%); females tended to be 
least likely to establish these relationships during graduate programs (3.1%). 
Females tended to be more likely to be participating in multiple mentor-
protégé relationships as a protégé. Less than one-fourth of males (23.0%) but nearly 
half of females (46.9%) reported participating in more than one mentor-protégé 
relationship as a protégé at the time of the survey. 
The gender of the mentors for both male and female respondents was more 
likely to be male. Males tended to have male mentors more often, with 40.5% of 
males reporting male mentors and 17.5% of males reporting female mentors. 
77 
 
Females also were more likely to have male mentors, with 62.3% of females 
reporting male mentors and 43.2% of females reporting female mentors. 
In terms of participating as either a formal or informal mentor, almost two-
thirds of males (65.7%) and over two-thirds of females (70.0%) stated they were 
informally mentoring a protégé at the time of the survey. Nearly one out of five males 
(17.3%) and about one out of four females (23.8%) were formally mentoring 
someone. Less than two out of ten males (17.0%) and one out of ten females (6.2%) 
reported they were not mentoring anyone. 
As shown in Table 4.10, independent samples t-tests revealed statistically 
significant gender differences on all leadership development and mentor-protégé 
relationship variables. 
 
Research Question 4 ± Issues and Challenges Facing  
Current Community College Presidents 
The 4th research question explored gender differences in the perception of the 
greatest challenges facing current community college presidents. Descriptive 
statistics, an exploratory factor analysis, and an independent samples t-test were 
used to answer this question. Table 4.11 illustrates findings from the survey 
regarding service on external boards, frequency of meetings with various 
constituents, and challenging issues facing the community college presidents. The 
results of an exploratory factor analysis on challenging issues and an independent 
samples t-test on the composite factors are listed in Chapter 3 (Tables 3.1 & 3.2). 
Table 4.12 depicts the rate of research and publications within the last five years. 
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Table 4.11. Faculty, staff, and public relations ± Issues and challenges  
 
                Percentage 
 Variable N = 415         Male Female 
        
Serve on External Boards       
  Corporate     23.6 11.1 
  College or University     15.9   7.5 
  Other Non-Profit Organizations     63.6 29.4 
        
        
  Once or Less 
Per Week 
2-5 Times 
Per Week 
5+ Times 
Per Week   
  Male Female Male Female Male Female 
Meetings with Constituents       
  Cabinet-Level Administrators   8.2   6.8 39.1 44.7 52.7 48.5 
  Faculty  31.2 34.8 50.7 50.0 18.1 15.2 
  Other College Staff 17.4 12.1 45.3 56.1 37.3 31.8 
  Students 41.5 50.0 44.4 40.9 14.2   9.1 
  College Board Members 57.4 62.1 36.5 26.5   6.1 11.4 
  Other community college presidents 64.2 70.5 34.4 25.8   1.4 3.8 
  Other education officials 56.3 63.1 37.6 34.6   6.1   2.3 
  Business/Industry officials 19.9 23.5 51.3 59.1 28.9 17.4 
  Local, state or national elected officials 55.4 63.8 36.0 33.8   8.6 2.3 
        
        
    Not/Somewhat 
Challenging 
Challenging 
Very Challenging     
    Male Female Male Female 
Challenging Issues as a       
Community College President       
  Faculty Relations   36.1 38.2 63.9 61.9 
  Board Relations   48.5 56.2 51.4 43.8 
  Enrollment   19.7 20.6 80.4 79.4 
  Fundraising   13.3 16.6 86.7 83.4 
  Legislative Advocacy   24.3 24.3 75.7 75.7 
  Community Involvement   45.2 50.4 54.9 49.6 
  Economic and Workforce Development  26.4 33.3 73.6 66.7 
  Diversity    38.9 34.4 61.1 65.7 
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Table 4.12. Research and publications 
 
                 Frequencies         Percentage 
 Variable N = 415     Male Female Male Female 
Book reviews published in past five years    
in a professional/trade journal      
One to Two  18 5 4.3 1.2 
Three to Five  4 1 1.0 0.2 
Six or More  2 0 0.5 0.0 
Did Not Publish Past Five Years/Missing 256 126 61.7 30.4 
Articles published in past five years     
in a professional/trade journal      
One to Two  52 22 12.5 5.3 
Three to Five  32 15 7.7 3.6 
Six or More  11 2 2.7 0.5 
Did Not Publish Past Five Years/Missing 185 93 44.6 22.4 
Monographs or books published in     
past five years       
One to Two   25 7 6.0 1.7 
Three to Five   3 2 0.7 0.5 
Six or More   1 0 0.2 0.0 
Did Not Publish Past Five Years/Missing 251 123 60.5 29.6 
Chapters contributed in a published book in    
past five years       
One to Two   43 19 10.4 4.6 
Three to Five   10 2 2.4 0.5 
Six or More   1 1 0.2 0.2 
Did Not Publish Past Five Years/Missing 226 110 54.5 26.5 
 
 
 
Descriptive statistics 
 As shown in Table 4.11, males tended to be twice as likely to serve on 
external boards as females, whether the boards were corporate, college or 
university, or other non-profit organizations. Almost one-fourth of males (23.6%) and 
slightly over one-tenth of females (11.1%) responded that they served on corporate 
boards, while nearly two-thirds of males (63.6%) and nearly one-third of females 
(29.4%) reported serving on other non-profit boards. College or university board 
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service was not as common, with 15.9% of males and 7.5% of females indicating 
serving on those boards. 
 Presidents were asked approximately how many meetings were held each 
week with various constituent groups. The greatest percentage of both male (52.7%) 
and female (48.5%) presidents reported they met most often (five or more times per 
week) with cabinet-level administrators, followed by other college staff, excluding 
faculty, with whom 37.3% of male presidents and 31.8% of female presidents met 
with five or more times per week. About half of both male (50.7%) and female 
(50.0%) presidents indicated they met with faculty two to five times per week, but a 
greater percentage, 59.1% of females and 51.3% of males, indicated they met two to 
five times per week with business and industry officials. 
 In the one meeting or less per week category, the highest majority of both 
male presidents (64.2%) and female presidents (70.5%) met with other community 
college presidents. The second highest response in this category was college board 
members chosen by 57.4% of males and 62.1% of females. 
 Gender differences were slight in terms of challenging issues faced as a 
community college president. Fundraising was the highest ranked issue cited by 
both male (86.7%) and female (83.4%) respondents as either challenging or very 
challenging. Second most challenging for males (80.4%) and females (79.4%) was 
enrollment, while legislative advocacy was the third highest percentage for both 
males (75.7%) and females (75.7%). Males (73.6%) and females (66.7%) both 
ranked economic and workforce development as fourth most challenging. A greater 
percentage of males (63.9%) ranked faculty relations as challenging or very 
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challenging over diversity, while a greater percentage of females (65.7%) ranked 
diversity as challenging or very challenging over faculty relations. Board relations 
was ranked not challenging or somewhat challenging by nearly half of the males 
(48.5%) and over half of the females (56.2%), with community involvement ranked 
second least challenging by both males (45.2%) and females (50.4%). 
 
Exploratory factor analysis 
 To determine whether there were statistically significant gender differences 
among the eight challenges facing community college presidents, an exploratory 
factor analysis (EFA) was conducted on the independent variables using principal 
component extraction and varimax rotation methods. The EFA was used as a data 
UHGXFWLRQWHFKQLTXHWRLGHQWLI\DQGFRQVWUXFWFRPSRVLWHYDULDEOHVDQG&KURQEDFK¶V
DOSKDĮZDVXVHGWRGHWHUPLQHUHOLDEility ratings of the analyses. The results of the 
EFA are shown in Table 3.1 in Chapter 3.  
 The factor analysis of the challenge variables yielded two factors with alpha 
reliabilities greater than 0.60. Three independent variables, economic and workforce 
development, community involvement, and diversity, loaded on the first composite 
³FROODERUDWLYHSDUWQHUVKLS´IDFWRUZLWKD&KURQEDFK¶VDOSKDUHOLDELOLW\RI7KH
VHFRQGFRPSRVLWHIDFWRU³UHVRXUFHGHYHORSPHQW´FRQVLVWHGRIWKUHHLQGHSHQGHQW
variables, fundraising, legislative advocacy, and enrollment which also loaded highly 
ZLWKDQDOSKDUHOLDELOLW\RI$WKLUGIDFWRU³SXEOLFUHODWLRQV´GLGQRWKDYHDQ
acceptable reliability coefficient. The factor analysis reduced the eight challenge 
variables to two composite factors which were used to conduct an independent 
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samples t-WHVW/HYHQH¶VWHVW\LHOGHGFULWLFDOYDOXHVJUHDWHUWKDQIRUERWK
collaborative partnerships (p = .979) and resource development (p=.812), which 
proves equality of variance for the two factors. 
 
Independent samples t-test 
 No statistically significant gender differences were found on either the 
collaborative partnership composite factor, t(328)=1.541, p=.124, two tailed, or the 
resource development composite factor, t(327)=0.519, p=.604, two tailed. Findings 
from the independent samples t-test are shown in Table 3.2 in Chapter 3. 
 
Research and publications 
  Research and publications data are shown in Table 4.12. Respondents were 
asked how many book reviews, articles, monographs, books, or book chapters had 
been published in the past five years. Nearly one out of four males (22.9%) and one 
out of ten females (9.4%) had published at least one article in the past five years. 
Slightly more than one in ten males (13%) and one in twenty females (5.3%) had 
contributed at least one chapter to a published book. Approximately 6.9% of males 
and 2.2% of females published at least one monograph or book, while only 5.8% of 
males and 1.4% of females published at least one book review in a professional or 
trade journal in the past five years. 
 
Research Question 5 ± Preparation for AACC Competencies 
The 5th research question explored how current male and female community 
college presidents differed in their perception of their preparation to practice the 
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OHDGHUVKLSVNLOOVHPEHGGHGLQWKH$$&&¶VCompetencies for Community College 
Leaders when they assumed their first presidencies. 
 In 2005 the American Association of Community Colleges (AACC) developed 
and endorsed six competency domains for community college leaders: 
organizational strategy, resource management, communication, collaboration, 
community college advocacy, and professionalism. Five of the domains contain six 
to eight competencies, and one domain, professionalism, consists of eleven 
competencies. Presidents were asked to rate their level of preparation coming into 
their first presidency using a 4-point scale, with 1 indicating not prepared and 4 
indicating well prepared. Table 4.13 illustrates the findings of the community college 
presideQWV¶VHOI-perception of their preparation for each of the competencies. 
 
Organizational strategy 
 In the organizational strategy domain, approximately nine out of ten males 
DQGIHPDOHVSHUFHLYHGWKH\ZHUHEHVWSUHSDUHGIRU³GHYHORSLQJD
posLWLYHHQYLURQPHQWWKDWVXSSRUWVLQQRYDWLRQWHDPZRUNDQGVXFFHVVIXORXWFRPHV´
which had the highest percentages for males and females among the six 
competencies. 
7KHFRPSHWHQF\³XVHDV\VWHPVSHUVSHFWLYHWRDVVHVVDQGUHVSRQGWRWKH
needs of students and WKHFRPPXQLW\´ZDVUDQNHGRIOHDVWSUHSDUDWLRQE\ERWKPDOH
and female respondents, although the majority of both males (70.5%) and females 
(80.3%) responded they were prepared or well prepared for this competency.  
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Table 4.13. Perceptions of preparation for first presidency 
 
                    Percentage 
       
        Prepared/ 
        Well-Prepared 
          Frequency  
 Variable N = 415       Male Female Male Female 
Organizational Strategy       
  Develop, implement, and evaluate strategies to improve the     
  quality of education at your institution 236 115 84.9 87.1 
  Use data-driven decision making practices to plan     
  strategically.   221 107 80.0 81.1 
  Use a systems perspective to assess and respond to the    
  needs of students and the community. 196 106 70.5 80.3 
  Develop a positive environment that supports innovation,     
  teamwork, and successful outcomes. 246 126 87.9 95.4 
  Maintain and grow college personnel, fiscal resources       
  and assets.   213 107 76.3 81.0 
  Align organizational mission, structures, and resources     
  with the college master plan.  222 108 79.8 82.5 
Resource Management       
  Ensure accountability in reporting.  227 104 81.9 79.4 
  Support operational decisions by managing information     
  resources.  204 90 73.4 68.7 
  Develop and manage resources consistent with the      
  college master plan.  222 104 80.5 79.4 
  Take an entrepreneurial stance in seeking to implement     
  ethical alternative funding sources 175 78 63.4 59.5 
  Implement financial strategies to support programs, services,     
  staff, and facilities. 223 96 80.2 73.8 
  Implement a human resources system that fosters the     
  professional development and advancement of all staff. 207 99 74.4 75.6 
  Employ organizational, time management, planning, and     
  and delegation skills. 233 108 83.8 82.5 
  Manage conflict and change in ways that contribute     
  to the long-term viability of the organization. 238 106 85.6 80.9 
Communication     
  Articulate and champion shared mission, vision, and     
  values to internal and external audiences. 232 122 84.7 93.1 
  Disseminate and support policies and strategies. 226 109 82.8 83.2 
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Table 4.13. (Continued). 
 
                    Percentage 
       
        Prepared/ 
        Well-Prepared 
          Frequency  
 Variable N = 415       Male Female Male Female 
Communication (continued)     
  Create and maintain open communication regarding     
  resources, priorities, and expectations. 245 124 89.7 95.4 
  Effectively convey ideas and information to all constituents 243 122 89.7 93.1 
  Listen actively to understand, analyze, engage, and act. 244 120 89.0 91.6 
  Project confidence and respond responsibly and tactfully. 248 114 90.9 87.7 
Collaboration        
  Embrace and employ the diversity of individuals, cultures,     
  values, ideas, and communication styles. 215 110 80.2 88.0 
  Demonstrate cultural competence in a global society. 179 94 67.0 75.2 
  Involve students, faculty, staff, and community members     
  to work for the common good.  226 112 84.1 90.4 
  Establish networks and partnerships to advance the mission     
  of the community college.  214 104 80.5 84.6 
  Work effectively and diplomatically with legislators, board     
  members, business leaders, and accreditation organizations. 182 89 67.7 71.2 
  Manage conflict and change by building and maintaining    
  productive relationships.   230 113 85.2 90.4 
  Develop, enhance, and sustain teamwork and cooperation. 239 119 89.1 95.2 
  Facilitate shared problem solving and decision-making. 235 112 87.4 90.4 
Community College Advocacy       
  Value and promote diversity, inclusion, equity, and      
  academic excellence.   215 110 82.1 91.6 
  Demonstrate commitment to the mission of community     
  colleges and student success through teaching and learning. 217 109 83.2 90.8 
  Promote equity, open access, teaching, learning and     
  innovation as primary goals for the college. 235 117 90.1 96.7 
  Advocate the community college mission to all constituents     
  and empower them to do the same. 237 110 90.4 91.6 
  Advance lifelong learning and support a learning-centered     
  environment.   226 117 86.6 97.5 
  Represent the community college in a variety of settings     
  as a model of higher education. 231 109 88.2 90.9 
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Table 4.13. (Continued). 
 
                    Percentage 
       
        Prepared/ 
        Well-Prepared 
          Frequency  
 Variable N = 415       Male Female Male Female 
Professionalism        
  Demonstrate transformational leadership.  188 97 73.2 78.9 
  Demonstrate an understanding of the history, philosophy,    
  and culture of the community college.  214 115 82.7 93.5 
  Regularly self-assess one's own performance using     
  feedback, reflection, goal-setting, and evaluation. 221 103 84.7 83.7 
  Support lifelong learning for self and others. 235 115 90.4 93.5 
  Manage stress through self-care, balance, adaptability,    
  flexibility, and humor.   188 81 72.0 65.8 
  Demonstrate the courage to take risks, make difficult     
  decisions, and accept responsibility.  235 110 90.7 89.4 
  Understand the impact of perceptions, world views, and     
  emotions on self and others.  196 102 75.1 85.0 
  Promote and maintain high standards for personal and     
  organizational integrity, honesty, and respect for people. 245 115 94.3 96.7 
  Use influence and power wisely in facilitating the teaching-     
  learning process and the exchange of knowledge. 224 108 86.1 91.5 
  Weigh short-term and long-term goals in decision-making. 231 104 88.2 87.4 
  Contribute to the profession through professional     
  development programs, professional organizational 189 80 72.1 66.7 
  leadership, and research/publications.      
         
 
 
 
Approximately 7 of 10 males and 8 of 10 females ranked themselves as prepared or 
well prepared for all other competencies under organizational strategy. A greater 
percentage of females than males ranked themselves prepared or well-prepared for 
all six competencies in this domain. 
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Resource management 
 Males and females differed in their top choices for preparation in the resource 
management domain. More than four out of five female respondents (82.5%) 
SHUFHLYHGWKH\ZHUHSUHSDUHGRUZHOOSUHSDUHGWR³HPSOR\RUJDQL]DWLRQDOWLPH
manDJHPHQWSODQQLQJDQGGHOHJDWLRQVNLOOV´ZKLOHRIPDOHUHVSRQGHQWV
ZHUHSUHSDUHGRUZHOOSUHSDUHGWR³PDQDJHFRQIOLFWDQGFKDQJHLQZD\VWKDW
contribute to the long-WHUPYLDELOLW\RIWKHRUJDQL]DWLRQ´+RZHYHUWKHILUVWFKRLFHIRU
females was a close second for males and vice versa. 
 Males and females alike ranked the lowest percentages on preparation to 
³WDNHDQHQWUHSUHQHXULDOVWDQFHLQVHHNLQJHWKLFDODOWHUQDWLYHIXQGLQJVRXUFHV´2QO\
three-fifths of males (63.4%) and females (59.5%) were prepared or well prepared 
IRUWKLVFRPSHWHQF\7KHFRPSHWHQF\³VXSSRUWRSHUDWLRQDOGHFLVLRQVE\PDQDJLQJ
LQIRUPDWLRQUHVRXUFHV´ZDVWKHVHFRQGORZHVWFRPSHWHQF\IRUPDOHVDQG
females (68.7%). 
 A greater percentage of males than females ranked themselves prepared or 
well prepared for seven of eight competencies in this domain. The exception was on 
³LPSOHPHQWDKXPDQUHVRXUFHVV\VWHPWKDWIRVWHUVWKHSURIHVVLRQDOGHYHORSPHQW
DQGDGYDQFHPHQWRIDOOVWDII´ZKHUHDVOLJKWO\JUHDWHUSHUFHQWDJHRIIHPDOHV) 
versus males (74.4%) ranked themselves prepared or well prepared. 
 
Communication 
 Out of the six competencies in the communication domain, the greatest 
percentage of males (90.9%) responded they were prepared or well prepared to 
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³SURMHFWFRQILGHQFHDQGUHVSRQGUHVSRQVLEO\DQGWDFWIXOO\´ZKLOHRIIHPDOHV
chose this competency. The greatest majority of females (95.4%) were best 
SUHSDUHGWR³FUHDWHDQGPDLQWDLQRSHQFRPPXQLFDWLRQUHJDUGLQJUHVRXUFHV
SULRULWLHVDQGH[SHFWDWLRQV´ZKLOHRIPDOHV chose this competency.  
 The lowest percentage of both males (82.8%) and females (83.2%) were 
SUHSDUHGRUZHOOSUHSDUHGWR³GLVVHPLQDWHDQGVXSSRUWSROLFLHVDQGVWUDWHJLHV´$
greater percentage of females than males ranked themselves prepared or well 
prepared for all of the communication competencies except for projecting 
confidence. 
 
Collaboration 
 In the collaboration domain, the highest percentage of both males (89.1%) 
DQGIHPDOHVSHUFHLYHGWKH\ZHUHSUHSDUHGRUZHOOSUHSDUHGWR³GHYHORS
enhanFHDQGVXVWDLQWHDPZRUNDQGFRRSHUDWLRQ´$JUHDWHUSHUFHQWDJHRIIHPDOHV
than males ranked themselves prepared or well prepared on all eight competencies 
in this domain. 
The lowest percentage for males was 67.0% being prepared or well prepared 
WR³GHPRQVWUDWHFXOWXUDOFRPSHWHQFHLQDJOREDOVRFLHW\´ZLWKRIIHPDOHV
reporting they were prepared or well prepared to demonstrate competence. The 
lowest percentage for females was 71.2% indicating they were prepared or well 
SUHSDUHGWR³ZRUNHIIHFWLYHO\DQd diplomatically with legislators, board members, 
EXVLQHVVOHDGHUVDQGDFFUHGLWDWLRQRUJDQL]DWLRQV´ZLWKRIPDOHVUHSRUWLQJ
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they were prepared or well prepared to work effectively and diplomatically with these 
groups. 
 
Community college advocacy 
 In the community college advocacy domain, the highest majority of males 
UHSRUWHGWKH\ZHUHSUHSDUHGRUZHOOSUHSDUHGWR³DGYRFDWHWKHFRPPXQLW\
FROOHJHPLVVLRQWRDOOFRQVWLWXHQWVDQGHPSRZHUWKHPWRGRWKHVDPH´7KHJUHDWHVW
majority of females (97.5%) perceived they were prepared or well prepared to 
³DGYDQFHOLIHORQJOHDUQLQJDQGVXSSRUWDOHDUQLQJ-FHQWHUHGHQYLURQPHQW´ 
The lowest percentage of males (82.1%) were prepared or well prepared to 
³YDOXHDQGSURPRWHGLYHUVLW\LQFOXVLRQHTXLW\DQGDFDGHPLFH[FHOOHQFH´ZKLOH
IHPDOHVZHUHOHDVWOLNHO\WREHSUHSDUHGRUZHOOSUHSDUHGWR³GHPRQVWUDWH
commitment to the mission of community colleges and student success through 
WHDFKLQJDQGOHDUQLQJ´ 
A greater percentage of females than males ranked themselves prepared or 
well prepared on all six competencies, and over 90% of females were prepared or 
well prepared on every variable in this domain. 
 
Professionalism 
 Results in the professionalism domain were mixed. A greater percentage of 
females than males ranked themselves as prepared or well prepared on just over 
half (six of eleven) of the competencies, while males and females agreed on their 
highest and lowest choices. The great majority of males (94.3%) and females 
(96.7%) perceived they were preSDUHGRUZHOOSUHSDUHGWR³SURPRWHDQGPDLQWDLQ
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high standards for personal and organizational integrity, honesty, and respect for 
SHRSOH´7KHORZHVWSHUFHQWDJHRIPDOHVDQGIHPDOHVSHUFHLYHG
WKH\ZHUHSUHSDUHGRUZHOOSUHSDUHGWR³PDQDJHstress through self-care, balance, 
DGDSWDELOLW\IOH[LELOLW\DQGKXPRU´ 
 
Overall ratings of preparation and job satisfaction 
 Presidents were asked to rank their overall preparation for their first 
presidency and their current job satisfaction using a 4-point scale, with 1 indicating 
very well prepared or very satisfied and 4 indicating unprepared or very dissatisfied. 
The results are shown in Table 4.14. 
Approximately two out of five males (41.9%) and one out of three females 
(36.6%) were very well prepared for their first presidency. The highest percentage of 
male (47.6%) and female (51.2%) presidents responding to the survey responded as 
moderately well prepared for their first presidency. About one in ten of males (9.7%) 
and females (9.8%) were somewhat prepared. Less than one in ten of the males 
(0.7%) and slightly more than two in ten females (2.4%) responded they had been 
unprepared for their first presidential position.  
In terms of satisfaction in their current position, slightly more than nine out of 
ten males (94.0%) and females (90.2%) reported they were very satisfied or 
somewhat satisfied. Only four males (1.4%) and three females (2.3%) indicated they 
were somewhat or very dissatisfied. No females responded that they were very 
dissatisfied. 
91 
 
Table 4.14. Overall ratings of preparation for first presidency and  
job satisfaction in current position 
 
                 Frequencies        Percentage 
 Variable N = 415     Male Female Male Female 
        
Preparation for First Presidency      
        
Very well prepared   112 45 41.9 36.6 
Moderately well prepared  127 63 47.6 51.2 
Somewhat prepared   26 12 9.7 9.8 
Unprepared   2 3 0.7 2.4 
        
        
Satisfaction in Current Position      
        
Very satisfied   227 99 81.1 75.0 
Somewhat satisfied   36 20 12.9 15.2 
Somewhat dissatisfied  2 3 0.7 2.3 
Very dissatisfied   2 0 0.7 0.0 
 
 
 
Research Question 6 ± AACC Competencies for Community College Leaders 
 
The sixth research question explored whether statistically significant gender 
differeQFHVH[LVWLQFXUUHQWPDOHDQGIHPDOHFRPPXQLW\FROOHJHSUHVLGHQWV¶
perception of their preparation to practice the leadership skills embedded in the 
$$&&¶VCompetencies for Community College Leaders when they assumed their 
first presidencies. An exploratory factor analysis and an independent samples t-test 
were used to answer this question. 
 
Psychometric properties of AACC preparation competencies 
 Exploratory Factor Analysis (EFA) was conducted among the 45 preparation 
variables under the six domains from the AACC Competencies for Community 
College Leaders using principal component extraction and varimax rotation 
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PHWKRGV7KHLQGHSHQGHQWYDULDEOHVLGHQWLILHGWKHSUHVLGHQWV¶VHOI-assessment of 
their level of preparation prior to their first presidency for each variable under the six 
domains using a using a 4 point scale with 1 indicating not prepared scale to 4 
indicating well prepared. The specific objectives of principal component analysis or 
IDFWRUDQDO\VLVDUHWR³VXPPDUL]HSDWWHUQVRIFRUUHODWLRQVDPRQJ observed variables, 
to reduce a large number of observed variables to a smaller number of factors, to 
provide an operational definition (a regression equation) for an underlying process 
by using observed variables, or to test a theory about the nature of underlying 
SURFHVVHV´7DEDFKQLN	)LGHOOS 
The exploratory factor analysis was used as a data reduction technique to 
FRQVWUXFWFRPSRVLWHYDULDEOHVIRUHDFKRIWKHVL[GRPDLQV&KURQEDFK¶VDOSKDĮ
was used to determine the reliability of the analyses, and the researcher determined 
that factor loadLQJVZLWKĮ ZRXOGEHLQDGHTXDWHWRPHDVXUHFRPSRVLWH
variables. The lowest alpha resulting from the Cronbach reliability analysis was 
0.717, with all factors being internally consistent and well-defined. Results are 
shown in Chapter 3, Table 3.2, which provides a description of the variables that 
comprise the factors, alpha reliability coefficients, and respective factor loadings. 
 The Exploratory Factor Analysis yielded seven composite variables from the 
domains defined by the AACC: organizational strategy, resource management, 
communication, collaboration, cultural diversity, community college advocacy, and 
professionalism. The cultural diversity composite variable was created from two 
FRPSHWHQFLHVIURPWKHFROODERUDWLRQGRPDLQ³(PEUDFHDQGHPSOR\the diversity of 
LQGLYLGXDOVFXOWXUHVYDOXHVLGHDVDQGFRPPXQLFDWLRQVW\OHV´DQG³'HPRQVWUDWH
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FXOWXUDOFRPSHWHQFHLQDJOREDOVRFLHW\´7KHUHVHDUFKHUXVHGWKHVHVHYHQ
constructs for an independent samples t-test and a sequential logistic regression 
analyses. 
 
Independent samples t-test 
 $VVKRZQLQ7DEOH/HYHQH¶VWHVW\LHOGHGFULWLFDOYDOXHVJUHDWHUWKDQ
for six of the seven composite factors, which proves equality of variance for all 
factors except Community College Advocacy with F = 10.038, p = .002. An 
independent samples t-test was run on the remaining six composite factors. 
Based on the results from the t-test, a statistically significant gender 
difference exists on the Cultural Diversity composite factor, t(388)=-3.011, p=.003,  
 
Table 4.15. Levene's test for equality of variances in the AACC 
 Competencies for Community College Leaders 
 
  Composite Variable F Sig. 
  Organizational Strategy   0.044 0.834 
    
  Resource Management   0.086 0.770 
    
  Communication   2.406 0.122 
    
  Collaboration   0.461 0.498 
    
  Cultural Diversity   0.679 0.411 
    
  Community College Advocacy 10.038   0.002** 
    
  Professionalism   2.204 0.139 
*p<.05, **p<.01, ***p<.001   
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two-tailed. Female community college presidents were significantly more likely to 
respond that they were prepared or well-prepared to embrace the diversity of 
individuals, cultures, values, ideas, and communication styles. Findings from the 
independent samples t-test are shown in Table 4.16. 
 
Table 4.16. Independent samples t-test of the AACC 
 Competencies  for Community College Leaders 
 
  t-test for Equality of Means 
    Sig. Mean Std. Error 
  Composite Variable t df (2-tailed) Difference Difference 
  Organizational Strategy 1.718 402 0.087 -0.58899 0.34292 
       
  Resource Management 0.419 398 0.676 0.19744 0.47152 
      
  Communication 1.116 396 0.265 -0.35123 0.31473 
      
  Collaboration 1.891 381 0.059 -0.65078 0.34421 
       
  Cultural Diversity 3.011 388 0.003**  -0.46913 0.15582 
       
  Professionalism 1.387 362 0.166 -0.81422 0.58709 
*p<.05, **p<.01, ***p<.001      
 
 
Research Question 7 ± Likelihood of Well-prepared  
Community College Presidents 
 
The 7th research question explored the relationship of several independent 
variables to the likelihood of well-prepared community college presidents using 
sequential logistic regression. This question was addressed by applying regression 
analysis. 
 
Regression analysis 
A sequential logistic regression analysis was conducted to determine the 
relationship of certain independent variables to the likelihood of current community 
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FROOHJHPDOHDQGIHPDOHSUHVLGHQWV¶SHUFHSWLRQRIWKHLURYHUDOOSUHSDUDWLRQIRUWKHLU
first presidency. The results are given in Table 4.17. 
The dependent variable preparation (survey question 37) was recoded from a 
VFDOHRIWR³YHU\ZHOOSUHSDUHG´WR³XQSUHSDUHG´WRDGLFKRWRPRXVYDULDEOH
XVLQJDV³ZHOOSUHSDUHG´DQGDOORWKHUUHVSRQVHVDV³XQSUHSDUHG´7KLVZDV
supported by the literature review which showed that females must be extremely 
self-confident and very well prepared to achieve a presidency, even more so than 
males. The sequential logistic regression analysis focused on the independent 
effects of the following variables on the recoded dependent preparation variable: 
gender, age, mentoring, highest degree earned, formalized leadership program, and  
 
Table 4.17. Odds ratios for the independent variables associated with  
 presidents' perceptions of preparation for first presidency 
 
   Block 1 Block 2 Block 3 
  Variable Blocks  N = 392 Sig. Exp(B) Sig. Exp(B) Sig. Exp(B) 
Background Characteristics       
  Gender   0.257 0.754 0.039*   0.570 0.042* 0.520 
   Age at First Presidency 0.000*** 1.072 0.000*** 1.075 0.003** 1.066 
Leadership Preparation and       
Formal Educational Program       
  Major Field of Study   0.008**  1.459 0.009** 1.531 
  Formal Leadership Program   0.110 0.665 0.644 0.873 
  Mentor-Protégé Relationships   0.514 0.851 0.324 0.757 
Preparation in AACC Competencies      
  Organizational Strategy     0.002** 1.229 
  Resource Management     0.194 1.072 
  Communication      0.960 0.996 
  Collaboration      0.183 1.105 
  Cultural Diversity      0.236 0.861 
  Community College Advocacy    0.528 0.957 
  Professionalism           0.089 1.089 
*p<.05, **p<.01, ***p<.001        
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ratings of preparation using the seven composite factors extracted from the AACC 
Competencies for Community College Leaders. Variables were added to the 
regression equation in three controlled blocks allowing for more accurate 
comparisons of the unique effects of the independent variables in determining the 
likelihood of how current community college presidents perceived their level of 
preparation for their first presidency. 
The first block in Table 4.17 contains two independent variables for 
background characteristics only: gender and the age at which the first presidency 
was attained. The odds ratios indicate no greater likelihood of preparation with 
respect to gender, but there is a significant effect at the p < .001 level (p = .000) for 
the age of the first presidency. As the age increases, it is 1.1 times more likely the 
new president will be well prepared for the chief executive role. According to the 
Nagelkerke R2, 7% of the variance was explained by Block 1. 
The second logistic equation incorporated variables related to formal 
educational programs (major field of study in their highest degree) and leadership 
preparation in programs outside of formal education (formalized leadership 
programs and mentor relationships) to the equation. Odds ratios for the individual 
characteristics changed little between models 1 and 2, although gender did become 
statistically significant at p < .05 level (p = .039). This is a low level of significance, 
but females are .570 times less likely to consider themselves well prepared. As the 
age increases, it remained 1.1 times more likely (p = .000) that the individual will be 
well prepared for the presidency. The major field of study became statistically 
significant at p < .01 level (p = .008), indicating those with a major in higher 
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education with a community college emphasis are 1.5 times more likely to be well 
prepared. According to the Nagelkerke R2, 11% of the variance was explained by 
Block 2. 
Block 3 added variables related to preparation for the AACC Competencies 
for Community College Leader using the seven composite variables derived from the 
Exploratory Factor Analysis: organizational strategy, resource management, 
communication, collaboration, cultural diversity, community college advocacy, and 
professionalism. Of these variables, organizational strategy had a significant effect 
at p < .01 (p = .002). This suggests that presidents who perceived they were well-
prepared in the organizational strategy competencies are over 1.2 times more likely 
to be well-prepared overall for their first presidency. The other composite factors had 
no significant effect. Gender became even less significant at p = .042, and its effect 
became weaker at .520. Age remained statistically significant at p < .01 (p =.003) 
with 1.1 times greater likelihood of preparation as age increases. The effect of major 
field of study also stayed constant at p < .01 (p = .009) showing a president with a 
major in higher education with community college emphasis having a 1.5 times 
greater likelihood of being well prepared. According to the Nagelkerke R2, 35% of 
the variance was explained by Block 3. 
In summary, the statistically significant background, leadership preparation, 
formal education, and preparation in AACC competency variables associated with 
overall preparation for the presidency were gender, age at which the first presidency 
was obtained, major field of study, and preparation in organizational strategy 
competencies. Gender was the weakest statistically significant factor at p = .042.
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CHAPTER 5.  DISCUSSION AND CONCLUSIONS 
 
The purpose of this quantitative study was to: (1) develop a profile of 
characteristics and competencies of current male and female community college 
presidents; (2) determine whether significant gender differences exist in these 
attributes or in their views of the development of transformational leadership skills 
through the Competencies for Community College Leaders delineated by AACC, 
and (3) contribute to the existing body of knowledge related to leadership. This 
chapter presents a summary and discussion of the major findings, conclusions, 
implications for practice, and recommendations for future research. Educators, 
community college leaders, Board members, and especially those who aspire to 
become community college presidents can gain insight into this important leadership 
role from the results and conclusions from this study. Senior community college 
administrators and prospective presidents could use this study as a road map to 
plan a career journey that leads them to a presidency. 
 
Background Characteristics of Community College Presidents 
 The first research question establishes a profile of demographic 
characteristics of current community college presidents, specifically age, gender, 
and race. Marital status is also discussed. 
 
Age 
 The average age of community college presidents is increasing, 
corresponding with a growing percentage of anticipated retirements. The average 
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age of both female and male community college presidents in this study was 58, and 
the most common age (mode) was 60. Ninety percent of the respondents were 
between 40 and 69 years of age. Male respondents ranged from age 29 through 73, 
while most females were between ages 40 through 69. The majority of females 
(58.6%) were age 50 through 59, but the greatest percentage of the male 
respondents (47.7%) were age 60 through 69. These findings are consistent with 
RWKHUVWXGLHVVXEVWDQWLDWLQJWKH³JUD\LQJ´RIFRPPXQLW\FROOHJHSUHVLGHQWVDQG
concern for escalating numbers of retirements and an imminent leadership crisis 
(Campbell, 2006; Shults, 2001; Weisman & Vaughan, 2006). Weisman and Vaughan 
(2006) reported an average age of 54 in 1996; 56 in 2001; and 58 in 2006, a statistic 
which this study supports, but they did find female presidents to be slightly younger, 
at age 57 versus 58. Regardless, community college presidents are now older than 
ever before, and with 84% planning to retire within ten years (Weisman & Vaughan, 
2006), there will be much opportunity for potential applicants who are well prepared 
and aspire to the presidency.  
 
Gender 
This study corroborates an increasing percentage (32%) of females in the 
community college presidency, although females are still underrepresented in the 
presidency when compared to the number of female students and faculty (Amey & 
VanDerLinden, 2002; VanDerLinden, 2005). The percentage of female presidents 
has greatly increased since the beginning of the community colleges in the 1960s 
and 1970s, when the presidency was almost exclusively a male position; however, 
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fewer than one in three presidents are female (32%), and the progress in gender 
balance seems to have reached a plateau with an increase in female presidents of 
only 1% since 2001 (Weisman & Vaughan, 2007). It is essential for the success of 
community colleges to open the door to women in the presidential ranks and provide 
role models for female students, which comprise approximately three-fifths (59%) of 
the student population.  
Female and minority role models are essential to students and other female 
community college administrators. Socialization and the lack of female role models 
DIIHFWVZRPHQ¶VFDUHHUGHYHORSPHQWE\OLPLWLQJWKHLUH[SRVXUHWRQRQWUDGLWLRQDO
career opportunities (Johnson-Bailey & Tisdell, 1998; Reddin, 1997; Townsend, 
1995). Reddin (1997) concluded that, when women are exposed to females in 
SURIHVVLRQDOFDUHHUV³WKH\EHFRPHDZDUHRIWKHPHDQLQJZRUNFDQKDYHLQRQH¶V
life, the various professions one can have, the ways one can combine work and 
family, and the availability RIVXFFHVV´S$GPLQLVWUDWRUVQHHGWRVXSSRUW
professional leadership development opportunities such as the Leadership Institute 
for a New Century (LINC), developed in 1989 through a partnership of Iowa State 
University, Iowa Association of Community College Trustees (IACCT), and Iowa 
Association of Community College Presidents (IACCP). LINC was especially created 
to develop women and people of color for community college leadership positions, 
and one of its objectives is to provide role models and networking opportunities. 
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Race 
 Although racial diversity in the presidency has also increased, the gain of 
approximately 6% over the last 20 years, from 1986 to 2006, is far less than that of 
women (June, 2007). The majority of presidents continue to be Caucasian, 84.6% of 
males and 73.5% of females in this study, which is comparable to the findings of the 
ACE study conducted in June, 2007, in which 14% of presidents were members of 
minority groups. Interestingly, more than one-fourth of female presidents (26.5%) in 
the current study are non-white compared to less than one-sixth of males (15.4%). 
Black/African American females (10.6%), and males (7.2%) make up the largest 
minority group. However, overall progress in terms of minority representation in the 
presidency is disappointing. Weisman and Vaughan (2002) reported the race of 
presidents as: 85.8% White, 6.4% African American, 5.5% Hispanic, 0.8% Native 
American, 0.8% Asian American, and 0.8% Other. In a follow-up study, Weisman 
and Vaughan (2006) revealed the race of presidents as: 88% White, 6% African 
American, 4% Hispanic, 1% Asian American, and less than 1% Native American or 
Alaska Native and Other. Similar to females, minorities are under-represented when 
compared to minority students in the community college system. According to the 
National Center for Educational Statistics (2004), minority students were 35.8% of all 
students. Therefore, there is a need to groom minorities for senior-level positions in 
the pipeline in order to increase minority representation in the presidency. 
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Marital status 
 Findings revealed that females are over five times more likely to be 
divorced/separated or single than their male counterparts, although cause and effect 
cannot be determined from this study. Only 5.3% of males are divorced/separated or 
single as compared to 27.3% of female presidents. Over nine of ten males (93.5%) 
are married or living as married, while less than one in seven females (68.9%) fall 
into this category. The 2007 American College President Study (American Council 
on Education, 2007) of 2,148 college and university presidents showed similar 
results, with 89% of males and 63% of females currently married, and 24% of 
females and 7% of males divorced or never married.  
A 2007 study of senior administrators, but not including presidents, revealed a 
significant change in marital status for females since a similar study in 1985 (Jones 
& Johnson, 2008). The 1985 study revealed 42% of females were unmarried, with 
the majority divorcing along their career path, whereas, in 2007 only 23% were 
unmarried. However, for males the marital status remained somewhat the same, 8% 
in 1985 increasing to 10% in 2007 (Jones & Johnson). Although gains seem to have 
been made outside the presidential ranks, an area deserving further research is 
whether female community college presidents are paying a price for their upward 
mobility in terms of marital status and family life. 
In 1985 there were significant differences in leadership styles and 
effectiveness between male and female senior-level administrators which, by 2007, 
were no longer present (Jones & Johnson, 2008). Both male and female 
administrators had become able to adapt to changing workplace situations. By 
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developing well-prepared leaders in the pipeline for the community college 
presidency, this should ease the strain of the presidency for both men and women 
and enhance working and personal relationships. 
 
Educational Preparation, Leadership Development, and Career Pathways 
 
Educational background 
 A doctorate continues to be recognized as a necessary credential for the 
community college presidency for the majority of males and females. In this study, 
85% of males and 89.4% of females had achieved either a Ph.D. or Ed.D. A slightly 
higher percentage of males earned the Ed.D. (43.4%) over the Ph.D (41.6%), while 
females were evenly split between the two doctorates. This has not changed 
significantly in the last decade, as Weisman and Vaughan (2006) revealed 89% of 
presidents in 1996, 88% in 2001, and 88% in 2006 held earned doctorates. 
This study also substantiated results found by Amey and VanDerLinden 
(2002) who revealed that 87% of presidents held either a Ph.D. (49%) or Ed.D. 
(38%). Eighty percent of the degrees were in an education-related field, such as 
higher education administration, educational leadership, or educational policy 
studies. Their findings differed, however, from this study in that less than 2% were 
specifically related to community college leadership or administration. Weisman and 
Vaughan (2006) found 71% of presidents choosing an educational-related field of 
study as their highest degree, the same as in 1996 and 2001. An earlier study by 
McFarlin, Crittenden, and Ebbers (2000) revealed the completion of a terminal 
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degree as a quality that was positiYHO\UHODWHGWRLGHQWLILFDWLRQDV³DQ
RXWVWDQGLQJOHDGLQJFRPPXQLW\FROOHJHSUHVLGHQW´S 
Results from this study revealed a statistically significant gender difference in 
major field of study. Female community college presidents were more likely than 
males to have earned their highest degree in the field of higher education. Three out 
of four (76.1%) males and nine out of ten females (90.9%) earned a degree in a field 
related to higher education, with 47.7% of females and 33.6% of males choosing a 
community college leadership emphasis. The high percentage of degrees with 
community college leadership emphases may be a direct result of three-tiered 
partnerships among university faculty, state community college associations, and 
community college presidents and increasing accessibility of community college 
leadership programs, such as those described in the Breaking Traditions report 
$PH\7KHVHSDUWQHUVKLSVKDYHHYROYHGWKURXJKUHFRJQLWLRQRID³OHDGHUVKLS
JDS´DQGWKHQHHGIRUSUHSDUDWLRQRIIXture leaders and leadership provided through 
the American Association of Community Colleges. A majority of females have 
responded to this need by choosing programs especially related to community 
colleges. These programs may also be the most accessible for working adults. The 
study of higher education and leadership was also found as a quality that was 
SRVLWLYHO\UHODWHGWRLGHQWLILFDWLRQDV³DQRXWVWDQGLQJOHDGLQJFRPPXQLW\FROOHJH
SUHVLGHQW´0F)DUOLQ&ULWWHQGHQ	(EEHUVS 
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Leadership development 
 Females were more likely than males to participate in leadership programs 
both before and after becoming a president. There is a noteworthy gender difference 
in the participation prior to the presidency, as approximately three-fourths (74.0%) of 
females versus less than half of males (49.3%) completed a leadership program 
before becoming a president. This leadership preparation may have helped females 
to gain self-confidence, as a greater percentage of females (85.6%) considered 
themselves transformational leaders as did males (82.4%), but females were 
VRPHZKDWXQVXUHRIRWKHUV¶SHUFHSWLRQVRIWKHLUDELOLWLHVDQGWHQGHGWRFRQWLQXH
leadership development activities during the presidency. A greater percentage of 
females (30.3%) reported they were unsuUHRIRWKHUV¶SHUFHSWLRQV of them than were 
males (22.5%). 
 Among graduate program cohorts and faculty, previous co-workers, social 
and business networks, both males (75.8%) and females (82.1%) regarded previous 
community college co-workers as the most important peer network in preparation for 
the presidency. However, there were statistically significant gender differences in all 
of the variables addressing mentor-protégé relationships. Females (66.4%) were 
much more likely to have mentors than males (42.1%) and tended to participate in 
multiple relationships as a protégé. Male and female mentors typically approached 
their protégés, but females tended to be more comfortable than males in 
approaching a mentor to establish a relationship. The majority of the relationships 
were informal for females (56.5%) as well as males (35.1%), but females were also 
more likely to participate in formal situations. 
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The gender of mentors for both male and female protégés are more likely to 
be male. The study revealed 43.2% of females had a female mentor while only 
17.5% of males had a female mentor. With females being underrepresented in the 
community college system, there are fewer female role models to be mentors. 
However, the study revealed female presidents (93.8%) were much more likely to 
take the time to mentor others during their presidency than males (83.0%).  
Recognizing the significant contribution of mentoring to professional 
development, many females realize the necessity of mentoring and support 
networks during their employment, which is the most common setting for mentoring 
to occur (VanDerLinden, 2005). These findings support other studies such as 
McFarlin, Crittenden, and Ebbers (2000) who found that extensive involvement in 
peer networks and mentor relationships related to outstanding/leading community 
college presidents. AACC has promoted mentoring recently as it was developing 
ZD\VWRDGGUHVVWKHOHDGHUVKLSJDS$$&&¶VJXLGLQJSULQFLSOHVVWDWHWKDWWKH
impending shortage could be addressed through a variety of strategies which 
include mentoring and coaching. Thus, a systematic approach of continuing 
education, training, and mentoring relationships for aspiring and current presidents is 
needed. One of the newest strategies being considered by the American Council on 
Education (ACE) is developing a mentor phonebank. 
Selingo (2005) reported that those who were mentored by a former president 
before moving into the position felt most prepared for the presidency. Multiple 
studies have shown that mentoring significantly contributes to professional 
development (Eddy, 2005; McDade, 2005; Phelan, 2005; VanDerLinden, 2005), 
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although it is still impossible to say whether the presidencies would have been 
achieved with or without mentoring (McDade, 2005). 
 
Career pathways 
 Approximately two-thirds of females (66.7%) and three-fifths of males (62.4%) 
are in their first presidency, and females were statistically significantly more likely to 
have served fewer years in their current positions. Only two out of five females 
(40.2%) had served six or more years, while over half of males (50.9%) had served 
that long. Males were more likely to become presidents at a younger age, with 
14.3% of males beginning their first presidency at 39 and under versus only 6.2% of 
females. With males beginning presidencies at a younger age, females would fall 
behind in years of service; however, the low number of female presidents overall is 
also a contributing factor. 
 Consistent with research since 1984, this study confirmed that the most 
popular career pathway to the community college presidency is still through the 
academic pipeline. Male and female presidents seem to follow similar career 
pathways. Over half of females (50.8%) and slightly less than half of males (46.4%) 
were academic administrators prior to their first presidency, which is slightly less 
than 55% reported by Weisman and Vaughan (2006). Various studies categorized 
the positions differently, which can affect the percentages slightly. The second most 
popular path (26.1% males and 20.0% females) in this study was labeled central 
office administration, defined by Duree (2007) to include positions such as directors, 
vice presidents and chancellors of personnel, business, administration, 
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development, legal affairs, institutional planning, physical plant operations, and chief 
financial officers. The third route was a provost or campus president position, and 
then student affairs.  
 Although most males (76.2%) and females (82.5%) were not currently 
teaching at the time of the survey, males (22.6%) were more likely than females 
(11.9%) to be teaching in a community college or other higher education setting. 
Teaching is one area females may have sacrificed in order to concentrate on the 
presidency and still take care of their families, as females tend to be the nurturers 
and caretakers.  
Another area of sacrifice may be research and publications. On all survey 
questions related to this area, males were two to three times more likely to have 
published at least one article, chapter, monograph, book, or book review in the past 
five years. Frequent experiences with publishing and presenting scholarly work was 
one of five qualities acknowledged in a study by McFarlin, Crittenden, and Ebbers 
ZKLFKUHODWHGSRVLWLYHO\WREHLQJLGHQWLILHGDV³DQRXWVWDQding/leading 
FRPPXQLW\FROOHJHSUHVLGHQW´S6DFULILFHVLQWKLVDUHDHVSHFLDOO\E\ZRPHQ
could be detrimental to leadership preparation. Research and publications should be 
emphasized as worthwhile endeavors in community colleges, perhaps not to the 
extent of universities but enough to keep up to date with changes and happenings in 
the field. 
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Challenges Facing Current Community College Presidents 
 According to this study, males are twice as likely as females to serve on 
external boards, whether they are corporate, college or university, or other non-profit 
organizations. Only one out of four males (23.6%) and one out of ten females 
(11.1%) serve on corporate boards; two-thirds of males (63.6%) and nearly one-third 
of females (29.4%) serve on non-profit boards. According to Weisman and Vaughan 
(2006), the overall percentage of presidents sitting on corporate boards has 
decreased from 2001 (49%) to 2006 (37%), but 94% of all presidents serve on 
nonprofit boards. Findings from this study are lower than the Weisman and Vaughan 
(2006) study, which may indicate that service on external boards continues to 
decrease with increasing enrollment and demands of the presidency. 
 Ongoing communication and relationship building with internal and external 
constituents are important to presidents. Although the highest numbers of meetings 
are held with cabinet-level administrators, staff, and then faculty, 59.1% of female 
presidents and 51.3% of male presidents meet two to five times per week with 
business and industry officials. The trend of meeting more frequently with business 
and industry leaders now than five years ago was also confirmed by Weisman and 
Vaughan (2006), who reported 47% of presidents met at least once per week with 
these officials as opposed to 27% in 2001. Pressures for alternative sources of 
revenue and growing accountability to serve the local community may have 
contributed to the increased contact with business and industry leaders. This 
correlates with an increasing amount of time spent on external responsibilities of the 
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presidency. Business and industry partnerships are essential in that they require 
training for their employees and hire community college graduates. 
 Gender differences were slight in terms of challenging or very challenging 
issues facing community college presidents. Males and females agreed on the four 
highest ranked issues, in order of importance, including: 
1. fundraising 
2. enrollment 
3. legislative advocacy 
4. economic and workforce development 
A difference emerged on the fifth highest ranked issue, which was diversity for 
65.7% of females and faculty relations for 63.9% of males. The fact that the females 
who responded to this survey were more ethnically diverse than their male 
counterparts might have caused diversity to be ranked above faculty relations by 
females. The top three challenges²fundraising, enrollment, and legislative 
advocacy²deal with resource development, and formed a composite variable in the 
t-test in which no significant gender differences were found. 
Although challenging issues may vary depending on the changes occurring at 
the time, these findings are quite similar to a 2005 Chronicle of Higher Education 
survey in which presidents felt they were most unprepared for functions of fund 
raising, with budgetary issues, and relationships with legislators and other political 
officials tied for second (Selingo, 2005). A 1998 ACE survey and 2001 AACC survey 
revealed similar results²that challenges for new community college presidents 
included fundraising, financial management, and working effectively with governing 
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boards. Weisman and Vaughan (1998) identified six major issues including funding, 
technology, leadership and governance, interacting with change, accountability and 
mission, and workforce development. Four years later, Amey and VanDerLinden 
(2002) identified state financial support, business and industry linkages, and 
community needs as the top three external issues facing community college leaders. 
They also identified student retention, new program delivery systems, and student 
recruitment and marketing as the top three internal issues.  
Broad themes emerge from the consistency of findings from several studies, 
which should be included in preparation for the community college presidency 
whether it is through formal education, grow-your-own internal leadership programs, 
or mentoring. Resource development (fundraising, enrollment, and legislative 
advocacy), collaborative partnerships (economic and workforce development, 
community involvement, and diversity), and public relations are all important 
elements of such preparation. Training should be more deliberate and intentional for 
the presidency, and those who aspire to the presidency need to be cognizant of 
opportunities to develop in these important areas. 
 
Preparation in AACC Competencies for Community College Leaders 
 The importance of the Competencies for Community College Leaders has 
been established by AACC and endorsed by educators and practitioners in the field. 
Preparation for these competencies needs to become embedded in leadership 
development and academic preparation programs for both males and females. The 
following subsections address the gender differences in the six domains identified by 
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AACC, and the seventh domain extracted by the exploratory factor analysis. The 
following findings were the result of self-reported responses to The Community 
College Presidency: Demographics and Leadership Preparation Factors Survey.  
 
Organizational strategy 
 According to the self-reported data, a greater percentage of females than 
males seemed confident that they were prepared or well prepared on all six 
competencies in organizational strategy. Males and females reported they were best 
prepared to develop a positive environment that supports innovation, teamwork, and 
successful outcomes and least prepared to use a systems perspective to respond to 
the needs of students and the community. Males and females were also less 
confident about maintaining and growing college personnel, fiscal resources, and 
assets, which reinforces the most challenging issues of fundraising and need for 
financial management training for community college leaders.  
 
Resource management 
 Females were slightly more confident than males on implementing a human 
resources system that fosters professional development and advancement of staff, 
but males were more confident than females on the other seven competencies in the 
resource management area. The majority of males reported they were most 
prepared to manage conflict and change for the long-term viability of the 
organization, while a high percentage of women reported they were most prepared 
to employ organizational, time management, planning, and delegation skills. Males 
and females reported they were least prepared to take an entrepreneurial stance in 
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seeking ethical alternative funding sources, again pointing to the challenges of 
fundraising and a need for more training in resource development and management. 
Supporting operational decisions by managing information resources was also an 
area of low self-confidence in terms of preparation as self-reported by both males 
and females.  
 
Communication 
 A greater percentage of females rated themselves more prepared than males 
on five of the six communication competencies. A majority of males reported they 
were most prepared on projecting confidence and responding responsibly and 
tactfully, while females were most prepared for creating and maintaining open 
communication regarding resources, priorities, and expectations. The majority of 
males and females agreed they were least prepared to disseminate and support 
policies and strategies.  
 
Collaboration 
 A great majority of males (89.1%) and females (95.2%) self-reported they 
were most prepared to develop, enhance, and sustain teamwork and cooperation. 
Females (71.2%) ranked themselves least prepared to work effectively and 
diplomatically with legislators, board members, business leaders, and accreditation 
organizations, and only 67.7% of males ranked themselves as prepared or well 
prepared in working with these groups and organizations.  
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Cultural diversity 
The exploratory factor analysis clustered two of the competencies within 
$$&&¶VFROODERUDWLRQGRPDLQLQWRDVHSDUDWHFRPSRVLWHIDFWRUFDOOHG&XOWXUDO
Diversity. Less than seven out of ten males (67%) reported that they were prepared 
to demonstrate cultural competence in a global society, while three out of four 
females (75.2%) responded they were prepared for this. In this study female 
respondents were more ethnically diverse when identified by race, which may have 
made a difference in this response. However, with an ever-expanding flat world and 
global society, all presidents should take note of this important result and cultural 
competence should be a focus of in-service training or study for all administrators. 
 
Community college advocacy 
 Findings revealed that the majority of females self-reported they were 
extremely well prepared in this domain, and their responses outranked males in all 
areas. Over 9 of 10 females responded they were prepared in each of the six 
competencies; almost all females (97.5%) reported they were prepared to advance 
lifelong learning and support a learning-centered environment. Males responded 
they were best prepared to advocate the community college mission to all 
constituents and empower them to do the same. Males ranked themselves least 
prepared in valuing and promoting diversity, inclusion, equity, and academic 
excellence. Again, diversity and equity need to be important components of ongoing 
professional development and training. 
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Professionalism 
 The majority of males and females reported they were most prepared to 
promote and maintain high standards for personal and organizational integrity, 
honesty, and respect for people. Males and females also agreed that they were least 
prepared to manage stress through self-care, balance, adaptability, flexibility, and 
humor. A greater percentage of females (78.9%) responded they were prepared or 
well prepared to demonstrate transformational leadership than males (73.2%), 
producing similar results to the separate survey question on self-perception of 
transformational leadership. These self-reported data reveal that the majority of 
females are more self-FRQILGHQWRIWKHPVHOYHVEXWOHVVVXUHRIRWKHUV¶SHUFHSWLRQVRI
them than males. 
 Community college presidents experience pressure, both personal and 
professional, as they juggle various roles²president, spouse, parent, elder 
caretaker, community leader²each day. In 1996 Ruth Mercedes Smith, president of 
Highland Community College in Illinois, gave some sound words of advice at a 
Presidents Academy, an annual retreat for presidents to experience professional 
development and renewal. They included knowing your strengths and not trying to 
do everything at the college, knowing your values and maintaining the best balance 
possible, knowing how to organize, knowing how to renew oneself, and knowing how 
to laugh. In times of rapid change, stress can be high. According to Smith (1996), 
the CEO can only perform well when the balancing act is successful.  
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Overall Preparation for Community College Presidency 
Females were more self-critical and tended to be less confident in terms of 
their overall preparation. Findings from analysis of the self-reported data indicated 
that only one out of three females (36.6%) and two out of five males (41.9%) were 
very well prepared for their first presidency. The highest percentage of male (47.6%) 
and female (51.2%) presidents responding to the survey responded as moderately 
well prepared for their first presidency. The results of this survey question correlated 
closely with the results of a Chronicle of Higher Education survey between June 23 
and July 29, 2005 where only 41% of 764 four-year community college presidents 
and chancellors reported they were very well prepared for their first presidency 
(Selingo, 2005). Only 46% of presidents in that survey reported that they were 
moderately well prepared. 
The most frequent response to a 2001 AACC survey question which asked 
presidents to identify aspects of the job for which they had not been prepared was 
that they had not fully understood the overwhelming nature of the job (Shults, 2001). 
Working closely with a president in a mentoring relationship can provide insight into 
the demanding role. Professional development and renewal are important for both 
aspiring and experienced presidents. 
 
Likelihood of Well-prepared Community College Presidents 
 The last research question posed in this study investigated the relationship of 
background characteristics, leadership preparation and formal educational program, 
and preparation in the AACC Competencies to the likelihood of well-prepared 
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community college presidents. The dependent variable, preparation, was regressed 
on the independent variables of gender, age at first presidency, major field of study, 
formal leadership program, mentor-protégé relationships, and AACC competency 
composite factors. 
 The results suggest that gender, age at the first presidency, major field of 
study, and preparation in the organizational strategy domain are statistically 
significant in relation to the likelihood of well-prepared community college presidents. 
The older individuals are when they obtain their first presidency, the better prepared 
they appear to be. More time and opportunity during their career paths for a wider 
variety of experiences also adds to the likelihood of better preparation. A major in 
the field of higher education with an emphasis in community college leadership also 
lends itself to being better prepared to deal with the rapid growth and changes 
occurring in community colleges in the 21st century. This reaffirms findings by 
McFarlin, Crittenden, and Ebbers (2000) that positively related the study of higher 
education and community college leadership and extensive involvement in peer 
networks/menWRUVKLSUHODWLRQVKLSVWREHLQJLGHQWLILHGDV³DQRXWVWDQGLQJOHDGLQJ
FRPPXQLW\FROOHJHSUHVLGHQW´S 
In this century, organizational strategy has become essential to community 
college leaders in aligning the community-college mission with a master plan, using 
data-driven decision-making, applying a systems perspective to assess and respond 
to the needs of students and the community, implementing strategies to improve the 
quality of education, developing a positive environment supporting innovation, 
teamwork and successful outcomes, and maintaining and growing college 
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personnel, fiscal resources, and assets. All of these relate to the challenging issues 
faced by community colleges in an era of accountability wherein colleges are asked 
to do more with less to serve the ever-FKDQJLQJ³FRPPXQLW\´LQWKHFRPPXQLW\
college. 
 A final outcome, and perhaps surprising result of this study, was the 
significance of gender differences. The fact that gender became statistically 
significant in the sequential logistic regression model at first seemed to be an 
unwelcome result. As a researcher who has come to depend on the recognition of 
ability without reflection on gender, the original null hypothesis was to reveal that 
gender differences do not exist. Even a statistically weak recognition that there is a 
perception that gender matters seemed questionable at first glance. However, based 
on the survey responses from current community college presidents, this fact cannot 
be refuted²gender differences do exist in the preparation for the community college 
presidency.  
In conclusion, females and males in the community college presidency are 
unique beings; one is not superior to the other. Males and females are equally 
capable of being transformational leaders, but they are different. This has been 
studied and written about for decades in many forms. Bridging the gender gap, 
³JHQGHUIOH[´FRPPXQLFDWLRQDQGJHQGHU-based models are a few among many 
topics that have been studied. Females have unique qualities that must be 
recognized in order to add this uniqueness to the leadership of colleges. To break 
the cycle of continued under representation of women in the community college 
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presidency, females must become very well prepared for the community college 
presidency to overcome any potential barriers. 
 
Recommendations 
Based on the results of this research, the following recommendations are 
made for practice and future study. 
 
Recommendations for practice 
The following recommendations have been developed based on the results of 
The Community College Presidency: Demographics and Leadership Preparation 
Factors Survey completed by community college presidents serving in 2007. Duree 
FRPSRVHGD³FKHFNOLVW´IRUOHDGHUVKLSSUHSDUDWLRQWKDWLQFOXGHG 
 Involvement in leadership programs outside of formal education. 
 Completion of a terminal degree before assuming the first presidency. 
 Participation in leadership programs, academies, conferences, and seminars 
specifically intended to prepare current and future leaders in the AACC 
competencies. 
 Approach institutional leaders to assist in developing in-house leadership 
opportunities that strengthen competencies in organizational strategy and 
resource management. 
The current study supports those results, and this researcher proposes several 
additional recommendations: 
1. Complete a terminal degree with a major in the field of higher education, 
specifically with a community college emphasis. 
2. Strategically plan a career pathway with multiple strands of experience. 
Career paths have not changed; the academic career pathway remains the 
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most common experience for community college presidents. However, for 
those coming from outside of education, the mission and culture of 
FRPPXQLW\FROOHJHVPXVWEHVWXGLHGLQRUGHUWRILQGWKH³ULJKWILW´$ORQJDQ\
career path, administrators should encourage participation in grow your own 
programs such as LINC and CLIC (the Community College Leadership 
Initiative Consortium) located at Iowa State University and sponsored in 
cooperation with IACCP and IACCT, the National Institute for Staff and 
Organizational Development, the Massachusetts Academy for Community 
College Leaders, and the Executive Leadership Institute sponsored by the 
League for Innovation. 
3. Be mentored and mentor others. Extensive participation in mentoring 
relationships makes a difference in overall leadership preparation. Experience 
lessens the feeling of being overwhelmed when new situations occur, and 
those who are most prepared for the presidency have been mentored by a 
president. More female and minority role models and mentors are needed. 
4. Commit to lifelong learning. A strategic, systematic approach to training, 
professional development, and renewal is important. The rapidly changing 
environment in community colleges dictates ongoing professional 
development and training opportunities even after one becomes a president. 
%RDUGVVKRXOGVXSSRUWFRQWLQXHGSURIHVVLRQDOGHYHORSPHQWWKURXJK$$&&¶V
3UHVLGHQW¶V$FDGHP\DQGRWKHUUHQHZDORSSRUWXQLWLHV 
5. Community colleges should develop local strategies in addition to the state, 
college, and university leadership programs in an effort to prepare qualified 
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leaders with a sustained focus on learning to ensure the continued success of 
community colleges. 
6. Colleges and universities, professional organizations and academies must 
continue to enhance leadership preparation programs as leadership can be 
learned. Although a person may never be fully prepared for all the possible 
situations and circumstances that arise, individuals can be better prepared 
and well-trained within an identified framework of competencies including 
those developed by AACC and this study. Professional development in areas 
such as diversity, financial management, resource development, and working 
effectively with legislators and board members is necessary. 
7. Professional development programs must be updated to reflect both female 
and male perspectives, and should address the unique needs of men and 
women. The benefit of separate training institutes for males and females 
should be evaluated and considered. The National Institute for Leadership 
Development (NILD) designed a CEO Experience for female CEOs to 
 Discover how to make a difference as a college and community leader.  
 Participate in a wisdom exchange.  
 Discuss emerging trends and issues.  
 Network with colleagues. 
 Identify challenges important to themselves as a leader and a 
woman.  
 Have an opportunity to rejuvenate intellectually, emotionally, 
physically, and spiritually. 
NILD was created in 1973 by the American Association for Women in 
Community Colleges (AAWCC), an affiliate council of AACC, to assist women 
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LQILOOLQJWKHOHDGHUVKLSSLSHOLQHDQGWRDFKLHYH$$:&&¶VJRDORIHTXDOLW\
equity, and excellence for all women in community colleges. 
8. Inform board members and search consultants who work with boards to 
identify candidates about the unique qualities of females and minorities. 
Thirty-one percent of community college presidents were hired through 
searches conducted by search firms or individuals who contract to do 
presidential searches (Weisman & Vaughan, 2006). Search and interview 
processes should be reviewed in regard to equality for both sexes.  
(EEHUVHWDOUHSRUWHGWKDW³WKHPDMRULW\RIZRPHQVXUYH\HGEHOLHYHG
their biggest hurdle to advancement was the mind-set of community college boards 
RIWUXVWHHV´SDQG³VHOHFWLRQSURFHVVHVLQZKLFKERDUGVDSSHDUWRIDYRU
candidates by their fit in a male-dominated environment, their tendency to favor 
candidates most like themselves, and the stereotypical male images that persist 
about leaGHUVDQGHIIHFWLYHOHDGHUVKLS´S%RDUGVRI7UXVWHHVIRUWKH
community colleges must be open to diversity and ensure that recruitment and hiring 
policies do not exclude women or minorities. 
The basis of transformational leadership theory is that leadership can be 
learned, and the qualities that matter are leadership preparation and career paths, 
formal education, informal experiences such as mentoring, leadership styles, and 
EHLQJWKHULJKW³ILW´IRUDQLQVWLWXWLRQ7KLVVWXG\UHYHDOHGWKDWIHPDOHVKave unique 
leadership characteristics, which differ from traditional male leadership styles. 
Leadership development must be deliberate, and training programs must be updated 
to reflect both female and male perspectives. This will require continued cooperation 
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and development among present community college leaders, professional 
organizations such as AACC, and university programs. These entities should join 
together to critically reflect on what training is needed and provide accessible 
opportunities for males and females. 
 
Recommendations for future research 
 This section presents recommendations for future research based on the 
literature review and findings of the study. Further research into leadership 
preparation and development would be beneficial as community colleges expand 
into a global society. 
 The majority of the respondents in this study were presidents of single-
campus institutions as opposed to multi-campus districts or systems offices. The 
responses from chancellors or vice chancellors could be compared to those of 
presidents to reveal ways in which the complexities of a multi-campus environment 
may affect their perceptions. Comparisons of presidents from specific regions of the 
United States may uncover regional differences in presidential characteristics. 
If the presidency is to diversify, more research is needed to ascertain why or 
how administrative career paths develop or what strategies support alternative 
pathways to the presidency. More specifically, research is needed on career 
development of women in two-year colleges. Research on hiring practices and 
priorities of the Boards of Trustees would also provide insight into how to 
successfully prepare for the presidency. 
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 Based on descriptive statistics of this study, female presidents are more likely 
than male presidents to be single or divorced/separated. Future research could 
provide data whether female presidents were single before they became presidents, 
or whether they remained single or became divorced or separated as a result of the 
presidency. This might reveal whether the focus of the presidency interfered with 
their personal lives, or whether it was a lifestyle choice.  
 Mentoring is clearly an important factor in preparing for the presidency, 
especially for females, although it is not known whether presidents who were 
mentored would have achieved the presidency without the mentoring. Future 
research on mentoring roles and whether mentoring adds to the achievement of a 
presidency for females and males would provide useful information for those 
aspiring to the presidency and those trying to fill leadership positions with well-
prepared individuals. 
 -HIIUH\3IHIIHUZURWHDERXWWKH³DPELJXLW\RIOHDGHUVKLS´DQGDODFNRI
evidence of the impact a particular leader may have on organizational effectiveness. 
He stated that observed effects of leaders on outcomes could be small given 
homogeneity of leaders, the constraints of leader behavior, and uncontrollable 
external factors. The measurement of organizational effectiveness correlated to 
leadership is a possible area of further research.  
 Continued research on leadership preparation for the presidency is critical. 
Research on perceived failures of leaders is not prevalent in the literature and often 
overlooked in professional development programs, but case studies of this type 
could provide invaluable leadership lessons. Qualitative research on the value of 
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terminal degrees or specific professional development experiences is also limited. 
Other potential topics include career mobility, support systems and family issues, 
mentoring, hiring and institutional policies. 
 There are ample opportunities for scholarship and research concerning 
community colleges. Each of the aforementioned areas warrant additional study. 
 
New Dimensions in Community College Leadership 
This study revealed that gender differences do exist; females and males have 
their own unique qualities. Thus, one gender is not superior or inferior to the other; 
rather, they are different. Through acknowledging this uniqueness, future leaders 
can break down potential barriers by becoming as well prepared as possible for 
leadership as a community college president in the new millennium. 
 By looking through the lens of a female researcher, this study adds to the 
limited research on gender differences in community college leadership from a 
ZRPDQ¶VSHUVSHFWLYH&RPPXQLW\FROOHJHVFDQQRW afford to maintain narrow 
definitions or traditional constructions of leadership to combat the leadership 
shortage that is anticipated with massive retirements in the community college 
system in the next five to ten years. A large part of leadership is socially constructed, 
a function of the values and beliefs of the members of the organization as opposed 
to position power such as that of the president. Diverse missions and constituencies 
require leaders who practice lifelong learning. Accountability will force many colleges 
to review their mission, goals, and opportunities. 
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 As stated previously, the researcher began this study with the preconception 
that there would be no significant gender differences in the preparation of community 
college presidents, and that this study would reveal that whether or not one's career 
path led to a presidency depended solely upon ability. Since individual ability varies 
without regarding gender, the results would clearly show there were no differences 
LQSUHSDUDWLRQ+RZHYHUWRWKLVDXWKRU¶VVXUSULVHDQGRULJLQDOO\GLVPD\WKHVWXG\
revealed that gender differences do exist in leadership preparation. However, after 
critical reflection, this is the conclusion that had to emerge based upon the unique 
characteristics of males and females. Males and females think differently, act 
differently, communicate differently and, thus, learn and lead differently.  
 Once one stops trying to deny the differences, these unique qualities can be 
used to enhance diversity in community colleges. One can never be fully prepared 
for the community college presidency, but these recommendations can be used to 
enhance the preparation of both males and females. 
-RKQ).HQQHG\RQFHVDLG³&KDQJHLVWKHODZRIOLIHDQGWKRVHZKRORRN
only to the past or present are certain to miss the future. Change is inevitable for 
community colleges and their leaders; meeting the challenges of the new millennium 
will require new dimensions in community college leadership. 
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APPENDIX A.  COMPETENCIES FOR COMMUNITY COLLEGE LEADERS 
 
American Association of Community Colleges 
Competencies for Community College Leaders (2005) 
 
Organizational Strategy 
 Assess, develop, implement, and evaluate strategies regularly to improve the quality 
of education and the long-term health of the organization. 
 Use data-driven evidence and proven practices from internal and external 
stakeholders to solve problems, make decisions, and plan strategically. 
 Use a systems perspective to assess and respond to the culture of the organization, 
to changing demographics, and to the economic, political, and public health needs of 
students and the community. 
 Develop a positive environment that supports innovation, teamwork, and successful 
outcomes. 
 Maintain and grow college personnel and fiscal resources. 
 Align organizational mission, structures, and resources with the college master plan. 
Resource Management 
 Ensure accountability in reporting. 
 Support operational decisions by managing information resources and ensuring the 
integrity and integration of supporting systems and databases. 
 Develop and manage resource assessment, planning, budgeting, acquisition and 
allocation processes consistent with the college master plan and local, state, and 
national policies. 
 Take an entrepreneurial stance in seeking ethical alternative funding sources. 
 Implement financial strategies to support programs, services, staff, and facilities. 
 Implement a human resources system that includes recruitment, hiring, reward, and 
performance management systems and that fosters the professional development 
and advancement of all staff. 
 Employ organizational, time management, planning, and delegation skills. 
 Manage conflict and change in ways that contribute to the long-term viability of the 
organization. 
Communication 
 Articulate and champion shared mission, vision, and values to internal and external 
audiences, appropriately matching message to audience. 
 Disseminate and support policies and strategies. 
 Create and maintain open communications regarding resources, priorities, and 
expectations. 
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 Convey ideas and information succinctly, frequently, and inclusively through media 
and verbal and nonverbal means to the board and other constituencies. 
 Listen actively to understand, comprehend, analyze, and act. 
 Project confidence and respond responsibly and tactfully. 
Collaboration 
 Embrace and employ the diversity of individuals, cultures, values, ideas, and 
communication styles. 
 Demonstrate cultural competence relative to a global society. 
 Catalyze involvement and commitment of students, faculty, staff, and community 
members to work for the common good. 
 Build and leverage networks and partnerships to advance mission, vision, and goals 
of the community college. 
 Work effectively and diplomatically with unique constituent groups such as 
legislators, board members, business leaders, accreditation organizations, and 
others. 
 Manage conflict and change by building and maintaining productive relationships. 
 Develop, enhance, and sustain teamwork and cooperation. 
 Facilitate shared problem solving and decision making. 
Community College Advocacy 
 Value and promote diversity, inclusion, equity, and academic excellence. 
 Demonstrate a passion for and commitment to the mission of community colleges 
and student success through the scholarship of teaching and learning. 
 Promote equity, open access, teaching, learning, and innovation as primary goals for 
the college, seeking to understand how these change over time and facilitating 
discussion with all stakeholders. 
 Advocate the community college mission to all constituents and empower them to do 
the same. 
 Advance lifelong learning and support a learner-centered environment. 
 Represent the community college in the local community, in the broader educational 
community, at various levels of government, and as a model of higher education that 
can be replicated in international settings. 
Professionalism 
 Demonstrate transformational leadership through authenticity, creativity, and vision. 
 Understand and endorse the history, philosophy, and culture of the community 
college. 
 Self-assess performance regularly using feedback, reflection, goal setting, and 
evaluation. 
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 Support lifelong learning for self and others. 
 Manage stress through self-care, balance, adaptability, flexibility, and humor. 
 Demonstrate the courage to take risks, make difficult decisions, and accept 
responsibility. 
 Understand the impact of perceptions, world views, and emotions on self and others. 
 Promote and maintain high standards for personal and organizational integrity, 
honesty, and respect for people. 
 Use influence and power wisely in facilitating the teaching-learning process and the 
exchange of knowledge. 
 Weigh short-term and long-term goals in decision making. 
 Contribute to the profession through professional development programs, 
professional organizational leadership, and research/publication. 
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APPENDIX B.  HUMAN SUBJECTS APPROVAL AND ENDORSEMENT 
 
B-1. Human Subjects Approval 
 
 
 
DATE: May 8, 2007 
 
TO: Chris Duree, Co-Principal Investigator  
 Greg Schmitz, Co-Principal Investigator 
 Alethea Stubbe, Co-Principal Investigator 
 
FROM: Office of Research Assurances 
 
 
 
 
 
The Institutional Review Board has reviewed the project, "The Community College 
Presidenc\LQWKH1HZ0LOOHQQLXP´,5%,'-223) and has declared the study exempt from 
the requirements of the human subject protections regulations as described in 45 CFR 
46.101 (b), Exempt Category (2). The applicable exemption category is provided below for 
your information. Please note that you must submit all research involving human participants 
for review by the IRB. Only the IRB may make the determination of exemption, even if you 
conduct a study in the future that is exactly like this study. 
 
The IRB determination of exemption means that this project does not need to meet the 
requirements from the Department of Health and Human Service (DHHS) regulations for the 
protection of human subjects, unless required by the IRB. We do, however, urge you to 
protect the rights of your participants in the same ways that you would if your project was 
required to follow the regulations. This includes providing relevant information about the 
research to the participants. 
 
Because your project is exempt, you do not need to submit an application for continuing 
review. However, you must carry out the research as proposed in the IRB application, 
including obtaining and documenting (signed) informed consent if you have stated in your 
application that you will do so or required by the IRB. 
 
Any modification of this research must be submitted to the IRB on a Continuation and/or 
Modification form, prior to making any changes, to determine if the project still meets the 
Federal criteria for exemption. If it is determined that exemption is no longer warranted, then 
an IRB proposal will need to be submitted and approved before proceeding with data 
collection. 
 
cc: ELPS 
Larry Ebbers 
 
ORC 04-21-04 
IOWA STATE UNIVERSITY Institutional Review Board Office of 
Research Assurances Vice Provost 
for Research 1138 Pearson Hall 
Ames, Iowa 50011-2207 
515 294-4566 FAX 
515 294-4267 
RE: IRB ID # 07-223 
STUDY REVIEW DATE: April 27, 2007 
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B-2.  Endorsement 
Larry H Ebbers <lebbers@iastate.edu> 5/21/2007 11:58 AM >>> 
 
Hi George, 
 
Attached please find the survey we discussed.  We are planning on administering it electronically and 
we would like to have your endorsement--you will not need to do anything --only maybe encourage 
Presidents to complete the survey.  We would like to finish this in the next couple of weeks as we 
know if we get into the summer it will be more difficult to get responses! .  We used the competencies 
as the basis for the instrument.   Can we buy email addresses from your office? 
 
Also are available to come to our Leadership group LINC again this year.  We would like it to be 
Thursday December 6 in the morning and then you could be at the Presidents meeting for a short 
time starting at 1 ±or we could do like we did a couple of years ago and have lunch with the 
Presidents and then leave.  We will be in Des Moines again. 
 
Larry 
---------------------------------------------------------------------------------------------------------  
Date: Tue, 22 May 2007 12:47:08 -0400 
From: "GEORGE BOGGS" <gboggs@aacc.nche.edu> 
To: "Larry H Ebbers" <lebbers@iastate.edu> 
Cc: "KENT PHILLIPPE" <KPHILLIPPE@aacc.nche.edu>, "LYNN BARNETT" 
<LBARNETT@aacc.nche.edu>, "MARGARET RIVERA" <MRIVERA@aacc.nche.edu>, "NORMA 
KENT" <NKENT@aacc.nche.edu>, "PAULETTE WATSON" PWATSON@aacc.nche.edu 
 
Subject: Re: AACC President Survey 
 
Hi, Larry.   
 
Paulette will check my schedule and let you know about December 6. 
 
The survey looks to me like it will give us some current valuable information about leaders and 
competencies.  We do sell mailing labels, but unfortunately our Board has a policy against sharing or 
selling email addresses.  I suppose that you could send a card asking the presidents and chancellors 
to go to a Web site to complete the survey, or we could list the link in my electronic AACC Letter (or 
both).  The only way that you could contact the CEOs through our email system is if AACC partners 
with you in the survey and we send it out.  I would have to check with my staff to see if that is a 
possibility since we have a number of surveys already planned.  I would be happy to encourage the 
CEOs to complete the survey by way of my electronic AACC Letter.  You can let me know what you 
think would work best. 
 
Best wishes. 
 
George 
 
George R. Boggs 
President and CEO 
American Association of Community Colleges 
One Dupont Circle, NW, Suite 410 
Washington, DC 20036 
 
gboggs@aacc.nche.edu 
(T) 202.728.0200, ext. 235 
(F) 202.452.1461 
 
Plan now to attend the April 5-8, 2008, convening of the Community College Movement in 
Philadelphia, PA, The Voice of America's Community Colleges 
http://www.aacc.nche.edu/>http://www.aacc.nche.edu 
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APPENDIX C.  SURVEY INSTRUMENT 
 
The Community College Presidency: 
Demographics and Leadership Preparation Factors Survey 
 
The Community College Presidency: 
Demographics and Leadership Preparation Factors Survey 
 
 
 
In each section, provide the information or check the spaces as appropriate.  All responses 
will remain confidential.  For this survey, Community College President is defined as the 
CEO of an institution or system with two-year associate degrees as its primary offering. 
 
Your Professional and Personal Information 
 
1.  Current position/leadership title: 
{ President 
{ Chancellor 
{ Vice Chancellor 
{ Other 
If other, please explain below. 
 
Iowa State University 
Center for Survey Statistics & Methodology 
 
Thank you for your willingness to participate in this survey. 
 
 Please use the User name and Password that appear in the letter and/or e-mail that you 
received from Iowa State University to enter the survey. 
 
 Click on the Continue button at the end of each section to proceed.  You may have to scroll 
down to see the continue button on some screens. 
 
 Click on the Final Submit button at the end of the survey to submit your final answers. 
 
After beginning the survey, you may exit and complete the remaining items later if you like, but 
you must use your assigned survey user name and password each time to re-enter. 
 
Click on the Start button to start the survey.   
 Start  
____________________________________________________________________ 
 
If you have any difficulties with this form, please contact Allison Tyler, atyler@iastate.edu, 
phone (toll-free): (877) 578-8848. 
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2.  Including your current position, how many college president/chancellor/CEO positions 
have you held? 
{ 1 
{ 2 
{ 3 
{ 4 
{ 5 or more 
 
3.  Number of years in your present position:   
{ 1-2 
{ 3-5 
{ 6-10 
{ More than 10 
 
4.  Total number of years as a college president/chancellor:  
{ 1-2 
{ 3-5 
{ 6-10 
{ More than 10 
 
5a.  Age at which you assumed your first college presidency:     
 
5b.  Current age:     
 
6.  Gender:  { Male 
{ Female 
 
7.  Race/Ethnicity: 
{ American Indian/Native American 
{ Asian/Pacific Islander 
{ Black/African American 
{ Hispanic/Latino 
{ White/Caucasian 
{ Other 
 
8.  Current marital status: 
{ Single 
{ Married or living as married 
{ Divorced/Separated 
{ Widowed 
 
Your Career Pathways 
 
9a.  What was your last job (position) prior to your first presidency? 
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9b.  Was this job in a community college setting? 
{ Yes 
{ No 
 
10.  How many years did you spend in each of the following career tracks prior to your first 
presidency?  
 
Number of 
Years 
 
 Community College academics 
 Other Community College positions 
 Other positions in education (outside of Community College) 
 Other positions outside of education 
 
11.  Have you ever taught in a community college? 
{ Yes, Full-time   
{ Yes, Part-time   
{ Yes, Both Full- and Part-time      
{ No 
 
12.  Are you currently teaching in any of the following settings?  (Check all that apply) 
 Community College    
 Other higher education  
 Not currently teaching 
 Other  
If other, please explain below.   
 
 
 
13.  How important to you were the following reasons for becoming a president? 
 
 Not 
Important   
Very 
Important 
Salary/Compensation o o o o 
Personal satisfaction o o o o 
Professional challenge o o o o 
To make a difference o o o o 
0HQWRU¶VHQFRXUDJHPHQW o o o o 
Other reasons  o o o o 
 
If other reasons, please explain below.   
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Your Educational Background 
 
14.  What degrees have you earned? (Check all that apply) 
 %DFKHORU¶V 
 0DVWHU¶V 
 Ed. Specialist 
 Ph.D. 
 Ed.D. 
 J.D. 
 Other 
 
If other, please explain below. 
 
 
 
15.  What was your major field of study in your highest degree? 
{ Higher education with emphasis on community college leadership 
{ Higher education with other emphasis 
{ K-12 administration 
{ Other educational field 
{ Other 
If other educational or non-educational field, please explain below. 
 
 
 
 
Leadership Preparation 
 
16.  Outside of your graduate program and prior to your first presidency, did you participate 
in any formalized leadership preparation programs (e.g. The League for Innovation in 
Community Colleges, AACC, state programs, etc.)? 
{ Yes  
{ No 
If yes, please list these formal leadership preparation programs below. 
 
 
 
 
+DYH\RXSDUWLFLSDWHGLQD³JURZ\RXURZQOHDGHUVKLS´*<2/SURJUDPLQ\RXU
preparation for your presidency? 
{ Yes  
{ No 
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18.  How important were each of the following peer networks in assisting you in preparing 
for and assuming your first presidency? 
 Not 
Important 
  Very 
Important 
a. Graduate program cohort {  {  {  {  
b. Graduate program faculty  {  {  {  {  
c. Previous co-workers at community colleges  {  {  {  {  
d. Social networks  {  {  {  {  
e. Business networks   {  {  {  {  
 
19a.  As you were developing leadership skills required of a community college leader, did 
you participate in a mentor-protégé relationship as a protégé? 
{ Yes 
{ No  Æ  If no, please scroll to the bottom of the page and click on 
³&RQWLQXH´*RWR4D 
 
19b.  When did you participate in a mentor-protégé relationship? (Check all that apply) 
 During undergraduate studies 
 During graduate studies 
 During first 5 years of career 
 During second 5 years of career 
 Other  
 
19c.  Was your mentor-protégé relationship formal or informal? 
{ Formal 
{ Informal 
 
19d.  Did you approach your mentor or did your mentor approach you to establish the 
mentor-protégé relationship? 
{ Approached mentor 
{ Was approached by mentor 
 
19e.  Was your mentor-protégé relationship developed within the academic setting of a 
graduate program or within the professional setting of community college 
employment? 
{ During graduate program 
{ During Community College employment 
{ Both 
{ Somewhere else 
 
19f.  Did you participate in more than one mentor-protégé relationship as a protégé? 
{ Yes 
{ No 
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19g.  Please indicate the number of mentors you have had by gender. 
______Female mentors 
______Male mentors 
 
20a.  Have you or are you mentoring a potential community college leader? 
{ Yes, informally mentoring 
{ Yes, formally mentoring 
{ No 
 
20b.  Please indicate the number of persons you have mentored by gender. 
______Females mentored 
______Males mentored 
 
21.  After assuming your first presidency, did you participate in any formalized leadership 
preparation programs? 
{ Yes  
{ No 
If yes, please list these formal leadership preparation programs below.  
 
 
 
 
D'RHV\RXUFRPPXQLW\FROOHJHSDUWLFLSDWHLQD³JURZ\RXURZQOHDGHUVKLS´*<2/
program? 
{ Yes  
{ No   Æ   If no, please scroll to the bottom of the page and click on 
³&RQWLQXH´*RWR4 
 
22b.  If your community college sponsors or participates in a GYOL program, who are the 
targeted participants in the program? (Check all that apply): 
 Top administration (vice presidents and deans) 
 Mid-level academic managers (department chairs) 
 Mid-level managers or directors 
 Faculty 
 
22c.  What is your personal involvement in the GYOL program? (Check all that apply): 
 Broad oversight 
 Primary decision maker 
 A presenter 
 No personal involvement 
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Faculty, Staff, & Public Relations  
 
23.  How many of the following external boards do you currently serve on? 
____  Corporate 
____  College or university 
____  Other nonprofit organizations 
 
24.  In your role as a community college leader, on average, how often do you meet with or 
have discussions with each of the following? 
 Once per week 
or less 
2 - 5 times per 
week 
5+ times 
per week 
Cabinet level administrators {  {  {  
Faculty {  {  {  
Other college staff {  {  {  
Students {  {  {  
College board members {  {  {  
Other community college presidents {  {  {  
Other education officials {  {  {  
Business/Industry officials {  {  {  
Local, state or national elected officials {  {  {  
 
25.  In your role as a community college leader, please rate the level of challenge each of the 
following issues present. 
 Not 
Challenging   
Very 
Challenging 
Faculty Relations {  {  {  {  
Board relations {  {  {  {  
Enrollment {  {  {  {  
Fundraising {  {  {  {  
Legislative Advocacy {  {  {  {  
Community Involvement {  {  {  {  
Economic & workforce 
development 
{  {  {  {  
Diversity {  {  {  {  
 
26.  Select the top three constituent groups that present the greatest challenge to you as 
president. 
 Administration and staff 
 Community residents/leaders 
 Donors/benefactors/fundraising 
 Faculty 
 Governing board 
 Legislators and policy makers 
 Media 
 Students 
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27.  Select the top three areas that have increased in their level of importance since you first 
became a college president. 
 Academic issues  
 Accountability 
 Athletics 
 Budget/financial management 
 Crisis management 
 Diversity 
 Enrollment management 
 Entrepreneurship 
 Fund raising 
 Governing board relations 
 Personnel issues  
 Public relations 
 Strategic planning 
 
28.  Do you consider yourself a transformational leader? 
{ Yes 
{ No 
{ Unsure 
 
29.  Do those who work with you consider you a transformational leader? 
{ Yes 
{ No 
{ Unsure 
 
Research and Publications 
 
30a.  Within the past 5 years, how many book reviews have you published in a 
professional/trade journal? 
 Book reviews published 
 
30b.  Within the past 5 years, how many articles have you published in a professional/trade 
journal? 
 
 Articles published 
 
30c.  Within the past 5 years, how many monographs or books have you published? 
 
 Monographs or books published 
 
30d.  Within the past 5 years, how many chapters have you contributed to a published book? 
 
Chapters contributed 
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Competencies for Community College Leaders 
 
The next questions address six competency domains for community college leaders that have 
been developed and endorsed by the American Association of Community Colleges (AACC).   
For each component listed, please rate how well prepared you were coming into your first 
presidency as well as how important each competency is to community college leadership. 
 
31.  Organizational Strategy 
Not Prepared Well Prepared 
    
Not Important Very Important 
 
Develop, implement, and evaluate 
strategies to improve the quality of 
education at your institution. 
     
Preparation o o o o 
Importance o o o o 
Use data-driven decision making 
practices to plan strategically. 
     
Preparation o o o o 
Importance o o o o 
Use a systems perspective to assess and 
respond to the needs of students and the 
community. 
     
Preparation o o o o 
Importance o o o o 
Develop a positive environment that 
supports innovation, teamwork, and 
successful outcomes. 
     
Preparation o o o o 
Importance o o o o 
Maintain and grow college personnel, 
fiscal resources and assets. 
     
Preparation o o o o 
Importance o o o o 
Align organizational mission, structures, 
and resources with the college master 
plan. 
     
Preparation o o o o 
Importance o o o o 
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32.  Resource Management 
Not Prepared Well Prepared 
    
Not Important Very Important 
 
Ensure accountability in reporting. 
     
Preparation o o o o 
Importance o o o o 
Support operational decisions by 
managing information resources. 
     
Preparation o o o o 
Importance o o o o 
Develop and manage resources 
consistent with the college master plan. 
     
Preparation o o o o 
Importance o o o o 
Take an entrepreneurial stance in 
seeking ethical alternative funding 
sources. 
     
Preparation o o o o 
Importance o o o o 
Implement financial strategies to 
support programs, services, staff, and 
facilities. 
     
Preparation o o o o 
Importance o o o o 
Implement a human resources system 
that fosters the professional 
development and advancement of all 
staff. 
     
Preparation o o o o 
Importance o o o o 
Employ organizational, time 
management, planning, and delegation 
skills. 
     
Preparation o o o o 
Importance o o o o 
Manage conflict and change in ways 
that contribute to the long-term viability 
of the organization. 
     
Preparation o o o o 
Importance o o o o 
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33.  Communication 
Not Prepared Well Prepared 
    
Not Important Very Important 
 
Articulate and champion shared mission, 
vision, and values to internal and external 
audiences. 
     
Preparation o o o o 
Importance o o o o 
Disseminate and support policies and 
strategies. 
     
Preparation o o o o 
Importance o o o o 
Create and maintain open communication 
regarding resources, priorities, and 
expectations. 
     
Preparation o o o o 
Importance o o o o 
Effectively convey ideas and information 
to all constituents. 
     
Preparation o o o o 
Importance o o o o 
Listen actively to understand, analyze, 
engage, and act. 
     
Preparation o o o o 
Importance o o o o 
Project confidence and respond 
responsibly and tactfully. 
     
Preparation o o o o 
Importance o o o o 
 
143 
 
34.  Collaboration 
Not Prepared Well Prepared 
1 2 3 4 
Not Important Very Important 
 
Embrace and employ the diversity of 
individuals, cultures, values, ideas, and 
communication styles. 
     
Preparation o o o o 
Importance o o o o 
Demonstrate cultural competence in a 
global society. 
     
Preparation o o o o 
Importance o o o o 
Involve students, faculty, staff, and 
community members to work for the 
common good. 
     
Preparation o o o o 
Importance o o o o 
Establish networks and partnerships to 
advance the mission of the community 
college. 
     
Preparation o o o o 
Importance o o o o 
Work effectively and diplomatically with 
legislators, board members, business 
leaders, accreditation organizations, and 
others. 
 
    
Preparation o o o o 
Importance o o o o 
Manage conflict and change by building 
and maintaining productive relationships. 
     
Preparation o o o o 
Importance o o o o 
Develop, enhance, and sustain teamwork 
and cooperation. 
     
Preparation o o o o 
Importance o o o o 
Facilitate shared problem solving and 
decision-making. 
     
Preparation o o o o 
Importance o o o o 
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35.  Community College Advocacy 
Not Prepared Well Prepared 
    
Not Important Very Important 
 
Value and promote diversity, 
inclusion, equity, and academic 
excellence. 
     
Preparation o o o o 
Importance o o o o 
Demonstrate commitment to the 
mission of community colleges and 
student success through the 
scholarship of teaching and learning. 
 
    
Preparation o o o o 
Importance o o o o 
Promote equity, open access, teaching, 
learning, and innovation as primary 
goals for the college. 
     
Preparation o o o o 
Importance o o o o 
Advocate the community college 
mission to all constituents and 
empower them to do the same. 
     
Preparation o o o o 
Importance o o o o 
Advance lifelong learning and support 
a learning-centered environment. 
     
Preparation o o o o 
Importance o o o o 
Represent the community college in a 
variety of settings as a model of higher 
education. 
     
Preparation o o o o 
Importance o o o o 
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36.  Professionalism 
Not Prepared Well Prepared 
    
Not Important Very Important 
 
Demonstrate transformational leadership. 
     
Preparation o o o o 
Importance o o o o 
Demonstrate an understanding of the 
history, philosophy, and culture of the 
community college. 
     
Preparation o o o o 
Importance o o o o 
5HJXODUO\VHOIDVVHVVRQH¶VRZQ
performance using feedback, reflection, 
goal setting, and evaluation. 
     
Preparation o o o o 
Importance o o o o 
Support lifelong learning for self and others. 
     
Preparation o o o o 
Importance o o o o 
Manage stress through self-care, balance, 
adaptability, flexibility, and humor. 
     
Preparation o o o o 
Importance o o o o 
Demonstrate the courage to take risks, make 
difficult decisions, and accept 
responsibility. 
     
Preparation o o o o 
Importance o o o o 
Understand the impact of perceptions, world 
views, and emotions on self and others. 
     
Preparation o o o o 
Importance o o o o 
Promote and maintain high standards for 
personal and organizational integrity, 
honesty, and respect for people. 
     
Preparation o o o o 
Importance o o o o 
Use influence and power wisely in 
facilitating the teaching-learning process 
and the exchange of knowledge. 
     
Preparation o o o o 
Importance o o o o 
Weigh short-term and long-term goals in 
decision-making. 
     
Preparation o o o o 
Importance o o o o 
Contribute to the profession through 
professional development programs, 
professional organizational leadership, and 
research/publications. 
     
Preparation o o o o 
Importance o o o o 
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37.  Overall, how well prepared did you feel for your first presidency? 
{ Very well prepared  
{ Moderately well prepared  
{ Somewhat prepared  
{ Unprepared 
 
38.  How would you rate your current job satisfaction?  
{ Very satisfied  
{ Somewhat satisfied 
{ Somewhat dissatisfied  
{ Very dissatisfied 
 
39.  Please list the three community college presidents from within your state that you 
consider the best examples of outstanding/leading community college presidents.  All 
information provided will be kept completely confidential. 
 
Leader A:      Institution:    
 
Leader B:      Institution:    
 
Leader C:      Institution:    
 
40.  What do you wish you had done differently to prepare for community college leadership, 
knowing what you know now?  
 
 
 
 
 
 
THANK YOU VERY MUCH FOR YOUR PARTICIPATION.  YOUR RESPONSES 
HAVE BEEN RECORDED. 
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